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Sweden: 
Active, precisely defined firms in the region of Flanders can now participate in a measure, issued in December 1997 by parliamentary decree, that 
enables the investment costs of firms subject to taxation to be taken into account with respect to commercially-used real estate property taxes. -
A proposal for a decree that was approved by the Walloon government in March 1998 provides for the creation of a Walloon employment observatory 
in order to create a permanent, prognostic analytical tool and instrument for the evaluation of employment promotion measures.-The Chamber of 
Representatives approved in February 1998 a draft reform bill that should make it easier for youths fulfilling part-time compulsory education to access 
apprenticeships in professions exercised by wage-earning employees. -In its first annual report, the High Council for Employment, established by law 
in  1995,  presented  suggestions  for  the  promotion and  improvement of  occupational  integration,  entrepreneurial  spirit,  adaptability  of  work 
organisations and equality of opportunity.-In order to make the creation and promotion of independent enterprises easier (for the most part SME), 
a framework law was enacted in February 1998, in which the provisions regarding support for exports, promotion of risk capital and simplification of 
the administrative environment are also defined. 
The Employer Information Service (AIS), introduced in March 1998, now gives employers the opportunity to select via the internet potential employees 
from the entire pool of jobseekers registered at the employment office.- With the aim of providing protection for employees during periods of leave 
of absence from their jobs, the law on protecting flexible working-time regulations under social law came into effect on 1 January 1998. In addition, 
maintaining jobs and recruiting unemployed workers shall be stimulated through the further development of the partial retirement law.-The "Federal 
Employment Assistance Scheme for Long-Term Unemployed", administered by the Federal Employment Service with the aim to reintegrate the long-
term unemployed into permanent employment, will be extended until 2001 with an annual budget of 750 million Marks. 
Job creation and the improved (re)integration into employment of the hard-to-place unemployed represent the main goals of the subsidy programme 
for 1998.-A pilot programme for occupational integration has been started in order to promote the reintegration of persons who have lost their jobs 
because of firm closure or staff cuts. 
The reorganisation of the training contracts aims, among other things, to improve the legal basis of contracts and to ensure a clearer linking of the 
contracts to their intended purpose of vocational training and occupational integration.-The Second National Vocational Training Programme (1998-
2002), passed by the Council of Ministers in March, is intended to ensure the consolidation of an integrated vocational training system as well as to secure 
the quality of training and ensure a specific range of training for occupational reintegration. -The National Action Plan for Employment for 1998, 
adopted by the Council of Ministers in April, is directed at-among other, diverse goals- an intensification of active employment policy, with particular 
attention to newly created, stable jobs. 
On the basis of a commitment made by the ANPE in its second Progress Contract for achieving improved support for the unemployed in their job-search 
and reintegration, a wide range of new measures and services is being worked out nation-wide. 
With the transfer of functions and tasks to the regions as well as a simplification of both administrative operations and decision-making and review 
processes, extensive institutional changes within the Ministry of Labour will be brought about in the near future under the framework of the "Bassanini 
Reform".-Because teleworking is spreading at a fast pace and because a binding collective agreement with regard to remuneration still does not exist, 
the Ministry of Labour has pointed to the need to regulate this form of work as quickly as possible.-Taking account of the outcomes of and experiences 
with previous legislation, a new immigration law recently came into force that shall define the guidelines of Italian immigration policy for the coming 
years.- An agreement reached between Confindustria (the most important Italian employers' association) and trade unions about agency work can 
serve in future as a basis for negotiations at the company level on questions of remuneration and the implementation of specific measures. -Because 
no legal requirements exist up to now for job-sharing currently in practice among particular groups of workers, the Ministry of Labour has recently tried 
to contribute to clarification of this work relationship.- In order to push ahead the employment of unemployed job-seekers and to create incentives 
for persons seeking work and training, an experimental initiative to revise the unemployment register for youths has been introduced in seven provincial 
labour directorates.-The "Paper on Economic and Financial Planning" put forward by the Prodi government is aimed at reducing unemployment in 
1998 through the extension of already existing schemes as well as the creation of new schemes. 
Through an equal partnership in cooperation between the public employment service and the service enterprises Start and Vedior, 30,000 jobseekers 
shall be placed in jobs per year and specific bottlenecks in the labour market shall be cleared.-In order to make it easier for recipients of social assistance 
to take up self-employment, the government plans to improve the applicable conditions in  force for taking up self-employment. - A study on the 
employment of long-term unemployed in job pools, carried out in 1997 by the research institute NIA'TNO, has shown that the majority of about 23,000 
participants were happy with both the content and conditions of their jobs.- In the event that agreements over a fixed number of Work-Experience 
Placements will be affected by the 1998 round of collective bargaining, the local communities have declared themselves willing to pay a wage-cost 
subsidy.- The strategy for harmonisation of supply and demand and for realisation of plans to place jobseekers, introduced by the public employment 
service in 1997, will be continued in 1998 with an allowance of 1,070.6 million NLG made available by the Minister for Social Affairs and Employment. 
In order to safeguard and improve the efficiency of the social insurance system, and on the basis of measures that were worked out by the "White Paper 
Committee" set up in 1998, the government put forward further reform proposals in Parliament with regard to the national budget for 1998. -The 
operating network of advisory centres for firms (CFE), which provides support in setting up, restructuring and liquidating firms, has been on a trial basis 
in two cities since March 1997 and has now been extended to all of Portugal. 
In order to ensure social equality and integration for ethnic minorities, a working group under the Ministry of Labour has introduced a system of 
monitoring racism and ethnic discrimination that is based on cooperation.-In view of future, serious changes to come in the age structure of the working 
population, the measures of the new National Programme for Older Workers in 1998 are aimed especially at encouraging employers to utilise to their 
advantage the collected knowledge of older persons.-Within the framework of the conditions for subsidised employment that were modified in early 
1998, firms will in future receive allowances when they recruit unemployedjobseekers with a permanent work contract and improve their occupational 
skills within the firm. 
In the course of further decentralisation of active employment policy, pilot projects which have just recently been started by the government are 
intended to  strengthen the  influence of the local authorities in  the realisation of active employment policy.  - With  the aim  of  maintaining an 
environmentally sustainable society, and with the help of a strategy submitted by a government labour market committee, environmental policy aspects 
of state labour market policy shall be included in business and regional policy.- The Swedish government has allocated 100 million SEK in order to offer 
1998 summer holiday job opportunities, and thereby work experience, to young people in  upper secondary school who have not been able to find 
holiday work themselves.-Jobseeking artists and potential employers shall be brought together with the help of the "Picture and Artist Data Bank", 
which was introduced on the Internet in April1998. In addition, employers can now make entries on examination papers for college and university 
students via the Internet "Job Bank". - On the basis  of telephone interviews with employers, the research establishment of the labour market 
administration analysed which recruitment channels employers use to fill vacancies and what proportion of these vacancies are filled through passive 
recruitment. 
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3 "Policies" and the Four Pillars of the Luxembourg Guidelines for 1998 
The four "pillars" of the 
guidelines for 1998 
1. Improving employability 
2.  Developing entrepreneurship 
3. Encouraging adaptability in 
businesses and their employ-
ees 
4.  Strengthening equal oppor-
tunities policy 
The  Presidency  Conclusions  of  the 
Extraordinary  European  Council 
Meeting on Employment held in Lux-
embourg  on  20  and  21  November 
1997 contain the employment policy 
"guidelines" for  1998. They encom-
pass 19 separate policy areas and are 
grouped in four main lines of action 
("pillars").  In  this  introduction,  the 
national  measures  presented  in  this 
issue of "Policies" are situated within 
the context of these four "pillars". 
The classification of the various re-
ports to the "pillars" differs markedly 
from  case  to  case.  A  number of the 
reports from the Member States pro-
vide  background  information  on  a 
broad  spectrum  of  themes  (back-
ground  reports).  Other  national  re-
ports  deal  with  topics  that  are  not 
explicitly  mentioned in  this  form  in 
the four "pillars". This is the case, for 
example,  with  reports  dealing  with 
the public employment service (non-
pillar-specific reports).  Another type 
of contribution summarises important 
reports  and documents  dealing  with 
employment policy and refers not just 
to  one,  but to  several  or all  of  the 
pillars  (pillar-overarching  reports). 
And  finally,  we  have  contributions 
that exhibit a direct reference to one 
of the "pillars" (pillar reports). 
Background reports 
From Belgium,  we have a report on 
the setting up of an employment ob-
servatory in Wallonia, and an Italian 
report describes the new organisation-
al  law on immigration from  non-EU 
countries.  A  contribution  from  Fin-
land describes the proposals made by 
a  working  group  established  by the 
labour ministry to counter racism and 
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ethnic discrimination. From Portugal, 
we have an overview of the require-
ments made of the White Paper to be 
drawn up on the reform of the social 
insurance system. 
Non-pillar-specific reports 
Two  Italian  reports  summarise  the 
opportunities  offered  and  the  risks 
posed by telework and significant new 
developments in agency work. One of 
the  Swedish  contributions  describes 
the recruiting  methods used by em-
ployers. As far as the public employ-
ment service and job placement is con-
cerned, a German initiative is present-
ed in which employers can select suit-
able applicants via the Internet; this is 
complementary to the already exist-
ing vacancy-information service avail-
able on the Internet. One of the Dutch 
contributions  deals  with  efforts  to 
raise the efficiency of the public em-
ployment service regarding reintegra-
tion measures in the Start and Vedior 
programmes.  A  second  report gives 
information  on  the  quality  of  job 
pools, while a third deals with ongoing 
developments within the public  em-
ployment service in the direction of 
greater orientation towards the mar-
ket in order to meet new challenges. 
Finally, one of the Italian reports deals 
with the Bassanini reforms, which in-
volve a fundamental restructuring of 
central  and local  government tasks, 
and which aim to simplify administra-
tive procedures. 
Pillar-overarching reports 
The High Council in Belgium has pre-
sented its first annual report on em-
ployment and labour market trends, 
as required by law. The report is struc-
tured on the basis of the four "pillars" 
of  the  guidelines  and  provides  an 
overview of many of the policy areas 
included in  the four  pillars  with re-
spect to the Belgian situation. An out-
line is  given of Spain's National Ac-
tion Plan, an outcome of one of the 
decisions taken in Luxembourg. One 
of the Swedish reports describes re-
cent developments in Swedish labour 
market policy, which have focused on 
a  process  of  decentralisation  and 
greater emphasis on pilot projects. A 
case study of the experiments under 
way in Skane, a local authority area in 
southern Sweden, is presented by way 
of example. 
Pillar reports 
As in the last issue, most of the meas-
ures reported on that can be classified 
directly under one of the pillars relate 
to the first pillar. Attempts to improve 
employability  focus  on  intensifying 
efforts in the areas of education and 
training.  From  Belgium,  we  have  a 
report on the reform of industrial ap-
prenticeships,  from  Spain,  on  the 
changes  introduced  to  training  con-
tracts  and  the  National  Vocational 
Training  Programme,  and from  Fin-
land, on the link between subsidised 
employment  and  the  obligation  of 
firms to improve the vocational skills 
of those recruited. 
The goal of improving employabil-
ity is also being pursued by means of 
other measures, however. In Greece, 
for  example,  active  measures  have 
been taken to ensure occupational in-
tegration in companies facing closure 
and  to  directly  counter  youth  and 
long-term unemployment and unem-
ployment among the disabled. In Ger-
many, too, funding has been increased 
once more for wage subsidies for the 
reintegration of the long-term unem-
ployed. In France, the public employ-
ment service (ANPE)  has committed 
itself,  within  the  framework  of  the 
second  Progress  Contract  with  the 
government, to improve occupational 
reintegration, primarily by redesign-
ing  and expanding support services. 
Experimental  initiatives  in  selected 
regions  to  reduce  youth  unemploy-
ment are described in one of the Ital-
ian reports. In the Netherlands, within 
the framework of the Jobseekers Em-
ployment Act  (WIW),  local  authori-
ties grant wage subsidies to employers 
offering employment to the long-term 
unemployed and thus improving their 
chances of gaining work experience. 
Sweden,  finally,  has  adopted  a 
strategy enabling young people to get 
a taste of the world of work by means 
of holiday jobs; the aim is  to enable 
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them  to  establish  contacts  that  will 
make  it  easier  for  them  to  find  a 
job subsequently. In addition, since 1 
April 1998, artists have had a better 
chance of finding work thanks to the 
creation of a picture and artist website 
on  the  Internet.  A  similar  Internet 
service exists for students. A national 
programme has been implemented in 
Finland with the aim of increasing par-
ticipation rates among the elderly by 
encouraging them to remain in work-
ing life. 
A number of other measures come 
under the second "pillar", developing 
entrepreneurship. In Belgium, manu-
facturing,  construction  and  haulage 
companies located in Flanders can re-
duce their real estate tax dues if they 
invest in such a way as to increase or 
maintain  employment.  Belgium  also 
offers a whole series of measures in 
support  of  small  and  medium-sized 
enterprises, with particular help pro-
vided for  new business  start-ups.  In 
Portugal,  advisory centres are to  be 
set up throughout the country in order 
to help companies with problems en-
countered during start-up, restructur-
ing and liquidation; this has been done 
with explicit reference to the second 
"pillar",  especially  the  policy  area 
Overall Developments 
Belgium 
First Report of the High 
Council for  Employment 
The  High  Council  for  Employment 
(Conseil Superieur pour l'emploi) was 
established by article 14 of the law of 
22 December 1995 on measures im-
plementing the multi-annual plan for 
employment (cf. iMi 52). The compe-
tences of the High Council are techni-
cal and consultative in nature. Its mis-
sion consists primarily of following up 
employment promotion measures and 
the specific  employment policy pur-
sued and of examining proposals for 
job-creation  measures.  The  High 
Council is  composed of eight federal 
and six regional experts and expresses 
its opinions independently. 
Article 41 of the above-mentioned 
law of 22 December 1995 stipulates 
that the High Council is to draw up an 
annual  report  on  employment  and 
employment trends. 
In its first report, presented at the 
end of January 1998, the Council de-
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cided to present as broad an overview 
as possible of the labour market. The 
aim  was  to  touch  on  all  aspects  of 
employment, whereby in  its  first  re-
port it proved impossible  to  go  into 
detail on all matters. 
Its introduction in the report under-
lined  that  its  contents  were  merely 
advisory in nature: "It is evident that 
the government and the social part-
ners bear responsibility for setting out 
the path to be followed in leading to 
an effective response to the challenge 
of employment". In this respect it is 
necessary "to implement durable so-
lutions  that  are  socially  responsible 
and  conform  to  market  conditions, 
forming  a  part of  a  coherent policy 
framework".  The  European  Union, 
the  report continues,  is  increasingly 
performing the function of catalyst in 
arriving at a coordinated approach to 
employment policy. The statement by 
the High Council fits into this frame-
work,  and  is  presented  along  the 
guidelines set out at the extraordinary 
meeting of the European Council in 
Luxembourg. 
"making it easier to start up and run 
businesses". 
The policy area "modernising work 
organisation",  as  an  element  of  the 
third "pillar", is  the background for 
two of the measures reported on.  In 
Germany, a law on social protection 
for  flexible  working-time  regimes 
came into force  on 1 January 1998, 
the aim being in particular to establish 
the necessary statutory framework for 
agreement on working-hour accounts. 
In Italy, finally, the labour ministry is 
attempting to overcome the regulato-
ry deficiencies that exist in the area of 
job sharing. 
Report by the High Council for 
Employment 
1.  Improving employability 
School education 
A large proportion of the Belgian la-
bour force is highly skilled. More than 
26% of the population aged between 
25  and  53  hold  a  higher  education 
diploma,  compared with a European 
average of 20%. On the other hand, 
the proportion of the labour force lack-
ing an upper secondary education cer-
tificate  is  also  above  average:  40% 
compared  with  26%. The  aim  must 
therefore be  to  improve  this  second 
parameter,  foremost  by  improving 
technical secondary education. Educa-
tion  structures  also  need  to  be  re-
thought, for example, by introducing 
modules. The High Council also called 
for dual training and industrial appren-
ticeships  to  be  developed.  It  urged 
employers not to recruit overqualified 
workers to fill their vacancies. 
Further training and occupational 
integration 
Firms spend 1.2% of payroll on train-
ing  their  workers.  Around  40,000 
5 Overall Developments 
people  participate  in  the  system  of 
paid  training  leave  (BIR  B,  II,  1.6). 
These  figures  are far  lower  than  in 
neighbouring  countries.  The  High 
Council calls on all those concerned to 
bring  about an  improvement in  this 
situation, with special attention being 
given to the low-skilled. It is frequent-
ly the case, for example, that continu-
ing training is reserved for those em-
ployees who already have high quali-
fications. 
The  report notes  that the  risk  of 
getting caught in the "unemployment 
trap" is  higher in Belgium than else-
where. Particularly affected are heads 
of households, single persons, the eld-
erly unemployed and, more generally, 
those  accepting  part-time  work.  At 
the request of the federal government, 
the  High  Council  is  to  analyse  this 
problem in greater detail. 
Target groups 
A range of federal and regional meas-
ures exist to promote the occupational 
integration of various target groups. 
In a general way, the Council calls on 
the  authorities to  avoid  overlapping 
and  to  ensure  that measures  imple-
mented by different public  bodies -
and in some cases, on the same admin-
istrative level-do not neutralise each 
other. It calls for a general strategy to 
promote  occupational  integration  in 
both the public and the private sec-
tors.  The reinsertion of people from 
target groups often occurs by way of 
work experience. It is  necessary, the 
report concludes, that employers play 
an active role in this overall approach 
and that they are encouraged to do so 
by the provision of suitable financial 
incentives. 
2.  Developing entrepreneurship 
Employment and labour cost trends 
In 1997, the Belgian employment rate 
was  56.3%, that is  almost four  per-
centage points lower than the average 
for  its  neighbouring  countries.  Be-
tween  1987  and  1997,  the  total 
number of people in employment in-
creased  by  3.4%  in  Belgium,  com-
pared with a rise of 4.4% in the three 
neighbouring countries.  This  lack  of 
employment growth is due entirely to 
public sector employment, which de-
clined by 4.5% in Belgium, whereas, 
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largely influenced by developments in 
France, it rose by an average of 3.5% 
in  the three neighbouring  countries. 
Employment  in  companies  rose  by 
5.2%  in  the  ten-year  period,  com-
pared with  an  average  of  4.6%  for 
Belgium's neighbours. 
The  High  Council  sees  a  link  be-
tween this relatively favourable trend 
and labour cost developments, which 
"have scarcely changed in Belgium in 
recent years", so  that "for the busi-
ness  sector as  a  whole,  the costs  of 
labour in Belgium are no higher than 
the  average  for  the  neighbouring 
countries". 
Within the private sector, it emerg-
es that the volume of work in industry 
has held up rather well compared with 
Belgium's  neighbours  (-2.4%  com-
pared with -8.2%). The expansion of 
market services,  on the other hand, 
has  been  markedly  slower  (  +8.5% 
compared with +12.6%). It  seems that 
the explanation is that "labour costs in 
the  service  sector have  risen  at the 
same pace as in industry, whereas pro-
ductivity growth there has been sub-
stantially weaker than in industry". 
The  High  Council  is  to  analyse, 
within the framework of the evolution 
of  sectoral  collective  agreements, 
whether the growth  of  labour  costs 
across sectors and enterprises is suffi-
ciently flexible to ensure that the dif-
ferences  in productivity of labour of 
different qualification levels is appro-
priately translated into the remunera-
tion  of labour services  and whether 
wage trends take sufficient account of 
productivity  trends,  particularly  in 
marketed services. 
The tax burden and reducing 
employer contributions 
The tax burden in Belgium, at 54.8%, 
is  about 7.7 percentage points higher 
than  in  the  neighbouring  countries. 
This difference reflects the higher lev-
el in Belgium of the fiscal and parafis-
cal  burden on  labour as  a  factor  of 
production. This implies that the over-
all fiscal burden must be reduced with 
a view to raising the employment lev-
el.  This can be achieved by means of 
reducing  employer  social  insurance 
contributions, whereby it must be en-
sured that firms use the reduction for 
employment purposes rather than for 
increasing wages. Employer contribu-
tions represent 22.1% of total labour 
costs  in  Belgium,  compared with  an 
average of 18.7% in the three neigh-
bouring countries. 
Reducing the fiscal burden is, how-
ever, subject to  a number of restric-
tions. First and foremost, it is not pos-
sible to  separate the problem of the 
fiscal  burden from the size of the na-
tional debt and the burden of servicing 
it. Moreover, in line with the Stability 
and  Growth  Pact,  the  government 
deficit must first be brought down to a 
level that is sufficiently low in order to 
ensure that cyclical shocks can be ab-
sorbed without problems. Finally, the 
reduction of the fiscal burden must not 
be allowed  to  threaten the financial 
solidity of the social security system. 
In view of all this, it is recommended 
that the measures taken to reduce the 
cost burden on labour as  a factor of 
production should be neutral in their 
effect on the budget. 
In addition, it is vital that an alter-
native  mode  of  financing  be  devel-
oped for  the  social  security system. 
The High Council argues for a "fixed 
charge per job, which varies accord-
ing  to  the  priorities  of  employment 
policy". It insists on the necessity of 
offering  a  "clear  multi-annual  per-
spective", i.e.  the need to offer em-
ployers guarantees on which they can 
rely. 
The High Council will also examine 
the possibilities  of revising tax rates 
and parafiscal  charges  for  low-wage 
labour in  order to widen the differ-
ence to unemployment benefit levels. 
Responding to new needs 
In recent decades, society has experi-
enced major changes, which have cre-
ated new needs and enabled new em-
ployment opportunities to  be devel-
oped.  According  to  the  report,  the 
initiatives in  this  area have encoun-
tered two types of difficulty: structur-
ing  supply  and  the  solvency  of  de-
mand. The High Council plans to con-
tinue its work by examining a number 
of different approaches (participation 
of users, intervention by the authori-
ties,  subsidising  supply,  etc.).  Such 
jobs in the service sector must be gen-
uine jobs, because they require quali-
fications.  The  "collective benefits of 
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sion and avoiding exclusion" need to 
be recognised. Attention also needs to 
be  paid  to  measures  to  ensure  that 
"the developments in  this  sector do 
not reinforce  gender segregation  on 
the labour market". 
Administrative simplification 
While the report notes that adminis-
tration and control are necessary, "it 
must be avoided that the obligations 
imposed restrict the growth opportu-
nities of firms, particularly SMEs and 
new companies". 
3.  Encouraging adaptability 
Redistributing work and working-
time reduction 
The  range  of  measures  permitting 
workers to reduce their working hours 
or to take a career break is relatively 
broad in Belgium; most measures are 
non-obligatory and are based on in-
centives. 
The reduction in overall or weekly 
working  time  has  been  "a constant 
process since the start of this century". 
This  process will  continue in  future, 
provided that work organisation is al-
tered, such as disassociating individual 
working  hours  and  firms'  operating 
hours.  Nevertheless,  the  experts  on 
the High Council take the view that 
this collective reduction has had little 
impact on employment: generally, it 
has  been  offset  by  productivity 
growth. Moreover, the coming reduc-
tion in the size  of the population of 
working age leads to forecasts of skill 
problems and a lack  of qualified la-
bour.  Specifically,  the High  Council 
believes that it is  only possible to re-
duce working time, while creating jobs 
and not retarding growth, under two 
conditions:  a  flexible  measure  that 
adapts to the specific realities of enter-
prises and sectors, and the absence of 
any increase, direct or indirect, in the 
unit labour costs. Under the prevailing 
circumstances, the report concludes, it 
does not appear possible to impose a 
substantial, obligatory and linear re-
duction in working time. 
On the other hand, the High Coun-
cil  is  very  favourably  disposed  to-
wards individual working-time reduc-
tion schemes. It argues that access to 
career breaks must be facilitated, part-
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time retirement promoted, and incen-
tives  must  be  offered  for  part-time 
work. 
Stimulating adaptability in 
businesses 
The High Council argues for  a more 
flexible  regulation  of  working  time. 
One third of the Belgian labour force 
works in atypical working schedules, a 
figure that is slightly higher than that 
recorded  in  neighbouring  countries. 
Even so,  "legislation is  characterised 
by complex procedures and numerous 
exceptions".  It should  be  reviewed 
and simplified. 
4.  Strengthening the policies for 
equal opportunities 
Between 1970 and 1997, female par-
ticipation  rates  rose  from  40%  to 
57%. Although the gap between male 
and  female  participation  rates  has 
been substantially reduced, the figure 
for  women  remains  14  percentage 
points below that for men.  "The au-
thorities should pursue an equal op-
portunity policy that serves to elimi-
nate the differences between men and 
women with regard to both employ-
ment  and  unemployment  rates  and 
that causes the systematically inade-
quate or excessive representation of 
women in certain professions and sec-
tors  to  disappear".  In  addition,  the 
authorities should be able to support 
initiatives permitting working life and 
family  life  to  be more easily  recon-
ciled.  Finally,  particular  attention 
should be paid to those who, following 
a break in their occupational biogra-
phy, seek to re-enter the labour mar-
ket. 
Spain 
1998 National Action 
Plan for Employment 
Passed 
On 2 April1998, the Council of Minis-
ters adopted the National Action Plan 
for Employment. On 15 April it was 
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presented by the Minister of Labour 
and Social Affairs in Brussels. 
The  Spanish  government  has  de-
clared the drawing up of the plan and 
strict  adherence  to  the  agreements 
reached at the Extraordinary Summit 
Meeting on Employment held in Lux-
embourg to be among the most im-
portant axes of its employment policy 
for 1998. In this, it is counting on full 
support  from  all  ministerial  depart-
ments, Autonomous Regions, the so-
cial partners, and other organisations 
and bodies that have made an effec-
tive  contribution to  drawing up  this 
plan. 
Employment stability and job 
creation 
The National Action Plan is to be im-
plemented within a framework char-
acterised by lasting economic stability 
and economic growth that have been 
achieved after making great efforts to 
overcome earlier macroeconomic dis-
equilibria. To  this end, the economic 
policy of the government had to take 
account of two central axes: fiscal con-
solidation  and  the  liberalisation  of 
markets for goods, services and other 
production factors. 
Although  economic  growth  is  a 
necessary condition for job creation, 
it is vital to ensure that this growth is 
transformed  into  the  creation  of  as 
many jobs  as  possible.  With  this  in 
mind, in 1996 and 1997 an intensive 
social dialogue was initiated in Spain, 
and  the  agreements  reached  within 
the framework of this  dialogue have 
helped  to  ensure  that  current  eco-
nomic growth has been characterised 
by an intensive creation of stable em-
ployment and  "good jobs"  (cf.  iMi 
59, p. 6). 
The current situation 
In recent years, the rate of job creation 
has increased in Spain: in 1997, there 
was a growth of almost 3%. Although 
this represents the highest rate in the 
EU,  the Spanish labour market is still 
characterised  by  the  following  fea-
tures: 
- the unemployment rate among the 
under-25s amounts to 39%; 
- the  unemployment  rate  among 
women is  28.4%  (compared  with 
16.2% among men); 
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- the long-term unemployed account 
for  54.7%  of total unemployment 
(44.2%  for  young  people  and 
59.8% for women); 
- the employment rate of the popula-
tion aged 16 to 64 is  49% (among 
women: 34.3%); 
- the  participation  rate  is  61.9% 
(among women: 48.0%); 
- part-time employment accounts for 
33.2% of the total; 
- seasonal work is increasingly affect-
ing  central  areas  of  the  Spanish 
economy; 
- there are substantial differences be-
tween the labour market situations 
in  the  different  Autonomous  Re-
gions. 
Guidelines of the plan and general 
aims 
In order to ensure that the plan makes 
the  desired  progress,  the  policy  of 
macroeconomic stability and structur-
al  reforms,  in  conjunction  with  the 
implementation  of  appropriate  em-
ployment policies  within  the frame-
work of the social dialogue, must be 
continued.  Among  the  fundamental 
guidelines underpinning the plan, the 
following deserve special mention: 
- continuing and intensifying the so-
cial dialogue, especially with regard 
to  the  fulfilment  of  the  collective 
agreements of 1997 and the institu-
tionalised dialogue with the Auton-
omous Regions; 
- decisive intensification of the active 
employment policies, with particu-
lar attention to the creation of new 
jobs  and  the  dissemination  of  an 
entrepreneurial culture, particular-
ly at local level; 
- providing impulses for an entrepre-
neurial culture, particularly in small 
and medium-sized enterprises. The 
support provided for "first-time re-
cruitments" by small firms, profes-
sionals and the self-employed con-
tributes  to  raising  the  rate  of job 
creation; 
- developing the new National Voca-
tional Training Programme agreed 
on by the General Council of V  oca-
tional  Training  with  the  Auton-
omous Regions and the social part-
ners (see the article on p. 23 of this 
edition of "Policies"); 
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- increasing  employment  stability 
and reducing the incidence of fixed-
term employment; 
- decisive support for stable forms of 
part-time employment contracts; 
- selective  reduction  in  indirect  la-
bour costs for specific categories of 
workers; 
- reorganisation  of  working  time 
within collective bargaining and of 
the contents of the collective agree-
ments on the annual calculation of 
working time and the reduction of 
overtime in  order to promote em-
ployment; 
- promoting the effective integration 
of women into the labour market, 
for their participation rates remain 
below the EU average. In this con-
text, the barriers to the realisation 
of genuine equality of opportunity 
are to be removed; 
- consolidating  an  active  policy  for 
the disabled  with the aim  of  pre-
venting the occupational and social 
exclusion of this target group; 
- improving the public  employment 
service and its mediation capacities 
on the labour market through de-
centralising  and  personalising  its 
administration, in order to improve 
contact to employers and employ-
ees. 
The guidelines of the National Action 
Plan for Employment can be translat-
ed into three basic objectives. 
- Initiatives for one million (992,000) 
unemployed persons:  employment 
and employability initiatives (train-
ing  or orientation),  corresponding 
to the needs of Spanish society and 
to  the  agreements  reached  at the 
extraordinary meeting of the Euro-
pean  Council  on  employment  at 
Luxembourg. 
- Starting up a "Plan for the support 
of first-time employment", so  that 
the self-employed and professionals 
receive sufficient incentives to  re-
cruit their first employee (in Spain, 
there are around 2.5  million  self-
employed,  of  which  1. 9  million 
have no employees). 
- Initiating an adequate regulation of 
stable part-time employment on a 
voluntary basis, in  order to create 
opportunities  to  better  reconcile 
personal or family life and working 
life  and to  offer a  suitable frame-
work for a more effective structur-
ing of working hours in Spanish so-
ciety. 
For  the  realisation  of  all  of  these 
guidelines  and  objectives,  the  role 
played by the Structural Funds, and in 
particular the European Social Fund, 
is of central importance. 
Implementing the plan 
In  attempting  to  reach  these  goals, 
Spain  starts  from  a  less  favourable 
position than the other EU  Member 
States,  although,  in  general  terms, 
macroeconomic  stability  has  been 
achieved,  which - together with the 
process of social dialogue - will pro-
mote genuine  convergence with  the 
other members of the EU. 
The  development  of  the  plan 
should be the result of a cooperation 
between the government, ministerial 
departments,  the  Autonomous  Re-
gions and local bodies, alongside so-
cial dialogue with the social partners. 
Around ESP 955 billion have been 
earmarked to develop and implement 
the measures and policies  set out in 
the plan. 
Italy 
The Bassanini Reform: 
On Redefining the 
Institutional Framework 
for Labour Matters 
The implementation of two laws intro-
duced by the Minister for Public Af-
fairs,  Bassanini  (Laws  no.  59/1997 
and  127/1997),  will  lead  to  an  in-
depth  reform  of  the  institutional 
framework of the Ministry of Labour 
in the coming months. The reform will 
consist of an institutional decentralisa-
tion of the tasks and functions of the 
Ministry of Labour. The essential aim 
of the first law is to transfer tasks and 
functions to the regions and local au-
thorities with a view to reforming and 
leaning down the public  administra-
tion. The second law concerns the sim-
inforMISEP  no. 62 I Summer 1998 plification  of  administrative  opera-
tions and of decision-making and re-
view processes. The state (Ministry of 
Labour) will fulfil  the role of general 
manager,  sponsor  and  coordinator, 
while the regions and local authorities 
will  assume  responsibility  for  tasks 
and  functions  in  the areas  of place-
ment and active labour market policy. 
In  accordance  with  Decree-law  no. 
469 of 23 December 1997, the state 
will  retain responsibility for  the fol-
lowing individual areas: 
- control of non-EU immigrant work-
ers and monitoring of authorisation 
procedures for work abroad; 
- mediation  in  labour  disputes  (for 
individuals and groups); 
- resolution of disputes arising out of 
collective agreements that have na-
tional significance; 
- coordinated  and  integrated  man-
agement of the Labour Information 
System; 
- links  to  international  bodies  and 
coordination of EU relations. 
Under the terms of the decree-law, the 
regions will take on a range of respon-
sibilities  in  the  area  of  placement. 
These include: 
- standard  placement,  compulsory 
placement, placement in agriculture 
and  the  acting  professions,  and 
placement  of  non-EU  workers, 
homeworkers and domestic help; 
- preselection of workers and match-
ing of labour supply and demand; 
- measures to advance the match be-
tween labour supply and demand, 
especially with respect to employ-
ment of women. 
The regions will carry out the follow-
ing functions in the area of active la-
bour market policy: 
- development of projects to employ 
drug addicts and ex-convicts; 
- initiatives  to  re-employ  workers 
who have been laid off and to re-
integrate disadvantaged groups; 
- development,  planning  and  moni-
toring  of  periods  of work experi-
ence  for  training  and  orientation 
and of employment grants; 
- development,  planning  and  moni-
toring of socially useful work; 
- administration and technical moni-
toring of the "mobility lists". 
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The Ministry of Labour will deal with 
the problem of (temporary and struc-
turally determined) excess staff levels 
"in expectation of a systematic revi-
sion of the instruments to cushion the 
social  effects  of  measures"  (Art.  3). 
The regions, however, will not be en-
tirely excluded from the process, be-
cause they will be responsible, in co-
operation with  the  ministry,  for  re-
viewing both claims for extraordinary 
wage compensation and notifications 
of lay-offs. 
Decree-law  no.  469  additionally 
defines the status and functional area 
of  employment  agencies  authorised 
by the ministry to match labour supply 
and demand.  Among  other commit-
ments,  such  employment  agencies 
agree to give the public service access 
through networking to their data on 
labour  supply  and  demand.  These 
data are collected,  archived and dis-
tributed in consideration of the terms 
of the recent legislation on protection 
of the individual and of personal data 
(Law no. 675/1996). In order to pro-
tect the users of the placement service 
and  the  reputation  of  the  company 
carrying out this activity, the law stip-
ulates  that  an  employment  agency 
must provide details of its legitimacy 
in  all  correspondence and notices to 
third  parties,  including  advertise-
ments  and press  communications.  It 
should also be noted that a company 
will  only  be  granted  a  licence  if  it 
concerns itself exclusively with place-
ment  activities.  The  licence,  which 
must  be  issued  within  150  days  of 
submission of the application, is valid 
for three years and can be renewed for 
the same duration. At present (March 
1998), 20 companies have been issued 
with a licence to hire out labour. Some 
of  these  are  known  internationally 
(e.g. Manpower, Kelly Services). The 
granting of a licence depends, among 
other things, on the professional com-
petence of the company, which rests 
in turn on the management, orienta-
tion and training of its personnel. 
The framework of intervention for 
the Employment Information System 
(SIL) has also been defined. Its impact 
is  not only important at the level of 
information, but also as regards polit-
ical/administrative functions and links 
to other organisations that are active 
in the area of labour statistics. In light 
Overall Developments 
of the latter, especially, employment 
agencies  and  companies  licensed  to 
match labour supply and demand are 
authorised to use databases and avail 
of the network services of the SIL by 
concluding an ad hoc agreement with 
the Ministry of Labour. These agree-
ments may also be concluded by the 
regions and local authorities. 
Italy 
New Government Pro-
gramme for Employment 
The  new  "Paper  on  Economic  and 
Financial  Planning"  (Documento  di 
programmazione economica e finan-
ziaria - Dpef) presented by the Prodi 
government  aims  in  particular  this 
year to reduce unemployment - espe-
cially in the Mezzogiorno. The main 
aims  of  the  paper are  1)  to  further 
develop various existing instruments 
to  combat unemployment and 2)  to 
develop new instruments. In addition, 
the experts of the Ministry of Labour 
have developed an action plan for em-
ployment (Piano di azione per l'occu-
pazione)  in  "concerted action"  with 
the social  partners,  laying  down the 
aims and strategies to which the gov-
ernment has committed itself for the 
coming years. Under the plan, the use 
of  instruments  such  as  apprentice-
ships,  work experience, job integra-
tion schemes and agency work is to be 
reinforced. 
Portugal 
Reform of the Social 
Insurance System 
On the basis of Ministerial Decree no. 
22/96 of 9 March 1996, a White Paper 
Committee on Social Security was set 
up in response to the adjustment of the 
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Table 1: Measures to guarantee and strengthen the social security system 
Measures  to  guarantee 
the  economic  sustain-
ability of the system 
adhering to the Basic Law as regards the financial responsibility 
of the state 
reintroduction of a contribu-
tion ceiling 
more flexible regime for retirement ages 
improving the procedures for failure to pay contributions 
revision of the rules for the self-employed 
creation of a second compul-
sory pension scheme 
setting a limit on benefit 
levels 
reducing the substitution tax 
Measures  to  raise  the 
efficiency of the system 
dividing up the current unified social contribution (Taxa Social 
Onica) into separate contributions for the various sectors of the 
social insurance system 
rationalisation and simplification  of  the  current contribution 
and benefit regulations 
optimising the IT -system 
increased and more precisely defined participation by the social 
partners and civil society as a whole 
taxation of sick pay and unemployment benefit on the basis of 
the income tax rates (Impasto Sabre Rendimento Singular-IRS) 
Measures to  render the 
system more equitable 
setting the minimum pension level on the basis of the duration 
of contributions 
progressive  increase  in  the 
reference period used to cal-
culate  pension  entitlements 
to the entire working life 
applying  selective  criteria  and  means  testing  for  all  social 
security benefits 
restructuring social benefits on the basis of the principles apply-
ing to minimum social benefit (Rendimento Minima Garantido) 
recommendations  for  an 
evaluation  of  the  fiscal  de-
ductions  applicable  to  pen-
sion entitlements  preventing abuse of the rules for the self-employed 
social insurance system which is  ne-
cessitated by the new economic and 
social challenges facing the country at 
the end of the 20th century and by the 
problems of financing such systems. 
The time period initially allotted to 
the commission for it to accomplish its 
tasks was 18 months. The commission 
decided, however, to produce a Green 
Paper containing  a  preliminary ver-
sion  of  the  planned  White  Paper, 
which  was  to  be  put up  for  public 
debate in the course of Summer 1996. 
Given that it  seemed sensible to ex-
tend the public debate and, moreover, 
the debate had revealed the need to 
deal in greater detail with a number of 
points, the commission informed the 
government of its willingness to con-
tinue with its activities. As a result its 
mandate was extended to the end of 
1997 by virtue of Ministerial Decree 
134/97 of 12 August 1997. 
The committee was composed of 17 
members, including university profes-
sors and experts in the field of social 
security. 
For various reasons, any reform of 
the Portuguese social security system 
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must  take  account  of  a  number  of 
specificities. These include: 
- long periods during which a marked 
increase in the number of pension-
ers was to be observed, despite a 
practically  non-existent  guarantee 
period  for  pension  entitlements; 
pensions fell to a low level, without, 
however, reaching the fixed mini-
mum contributions; 
- the excessive number of different 
contribution rates; 
- the fact that the state itself has dam-
aged the system by failing to adhere 
to the laws on the financing of social 
insurance for those not paying com-
pulsory contributions and those of 
equal status and the law on social 
measures; 
- the way in which the social partners 
participate in administering the sys-
tem, which has proved inappropri-
ate. 
Very different views  of  the relative 
importance of these various  aspects 
were taken by the commission mem-
bers, making it difficult to achieve a 
consensus  on  the  reform  measures 
needed. 
Table  1  summarises  some  of  the 
most important proposals made in the 
White Paper. 
Given the fact that-as expected-it 
was not possible to reach agreement 
on the  measures  to be adopted,  an 
alternative reform proposal was put 
forward, the aim of which was to opti-
mise the system and to enable those 
affected to participate more fully. 
On the basis of the White Paper, the 
government put reform proposals to 
parliament within the framework of 
the government budget for 1998. Of 
particular importance in this context is 
the  social  security  reform  proposal, 
which  involves  both  setting  up  a 
working group in which all the parlia-
mentary parties are to be represented 
and establishing the necessary regula-
tory machinery. 
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Proposed Improvements 
in the Monitoring of 
Racism and Ethnic 
Discrimination 
A working group set up by the Migra-
tion Division of the Ministry of Labour 
has prepared a proposal for a system 
of monitoring racism and ethnic dis-
crimination.  In  February  1998,  the 
working group suggested that the post 
of  the  Ombudsman  for  Aliens  be 
transformed into  a  post as  ombuds-
man for discrimination or minority af-
fairs.  It also  proposed  that compre-
hensive attitude studies,  a reform of 
the compiling of statistics, and more 
efficient monitoring of racism and dis-
crimination  at  employment  offices 
and occupational safety inspectorates 
be implemented. 
The working group proposed that 
the responsibility for  the monitoring 
be shared by a cooperation network 
consisting  of  the  responsible  minis-
tries, local governments and civic or-
ganisations. 
The main proposals of the working 
group 
The duties of the Ombudsman for Al-
iens should be extended to cover the 
supervision of the implementation of 
the principle of non-discrimination as 
regards all ethnic minorities. The pow-
ers of the Ombudsman should be in-
creased, as should his or her rights of 
access to information. 
The  Ministry  of  Labour  should 
monitor  the  status  of  migrants  and 
persons belonging to ethnic minorities 
in the employment service and collect 
information on how common discrim-
ination is and how it manifests itself. 
The occupational safety inspector-
ates should consolidate their inspec-
tion activities and pay special atten-
tion to the situation and rights of mi-
grants and other minorities. 
Systematic collection and analysis 
of information constitute an import-
ant part of the monitoring. Thus, there 
is  a need for an assessment of meas-
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ures,  combined with legal and other 
counselling given to the victims of rac-
ism  and  discrimination.  This  task 
should at first be entrusted to a civic 
organisation.  By  current  estimation, 
this requires the creation and financ-
ing of an appropriate position valid for 
one year. 
Local governments should consider 
the need to take measures against rac-
ism  when  making  migration  policy 
programmes. These measures should 
also  involve a  monitoring  of  racism 
and discrimination within the munici-
pality concerned. 
The recommendations made by the 
working  group  also  include  several 
suggestions  for  conducting  attitude 
studies addressed to the entire popula-
tion as  well  as  to  different localities 
and groups. The working group also 
suggests that research related to eth-
nic social relations and particularly to 
racism and ethnic discrimination and 
to the monitoring of these phenomena 
should be permanently integrated into 
the research programme of the Acad-
emy of Finland. 
Statistical coverage of the econom-
ic  and  social  situation  of  migrants 
should be expanded. 
The activities of the working group 
were  based  on  the  comprehensive 
government Programme on Migration 
and  Refugee  Policy  of  16  October 
1997, which emphasises, among other 
things, the importance of action by the 
authorities against racism and ethnic 
discrimination. 
Government Programme on 
Migration and Refugee Policy 
The aim of the programme is  to pro-
mote the integration into Finnish so-
ciety of migrants intending to reside 
permanently in the country. The ob-
jective is a society where ethnic equal-
ity and the right of migrants to main-
tain and  develop  their  own  religion 
and  culture  are  a  reality.  The  two 
starting points for official integration 
policy are migrants' own responsibili-
ties and their equality in society. On 
this basis, the programme drew up an 
integration policy for migrants on the 
national,  local  and  individual  level. 
Opportunities for migrants to partici-
pate  and  exert influence  in  various 
areas, in particular in the planning and 
Overall Developments 
implementing  of  services  that  are 
aimed at migrants, will be increased. 
Equality can be attained if migrants 
are given a chance to study the lan-
guage of the country, to get informa-
tion and instruction on how the socie-
ty functions, and to supplement their 
educational  qualification  and  voca-
tional skills. The government intends 
to expand services that promote the 
integration of migrants. 
A proposal for a law on the recep-
tion of asylum seekers and on integra-
tion of migrants will be placed before 
parliament in Spring 1998. It will in-
clude  subproposals  for  integration 
plans,  integration  support/benefits 
and  the  duties  of  public  authorities 
concerning reception and integration. 
The  government  aims  to  give  all 
adult  migrants  in  need  of  language 
training and so forth a chance to par-
ticipate both in education specifically 
for  migrants,  offering  them orienta-
tion into Finnish society and working 
life, and in basic and complementary 
vocational  training.  Adult  migrant 
education  is  to  be financed  and  ar-
ranged in  the same way as  adult la-
bour market  education.  A  40-week 
curriculum has been arranged for all 
refugees  accepted  by  Finland  and 
some other newcomers. 
The  government  Programme  on 
Migration and Refugee Policy will be 
implemented gradually and financed 
mainly out of the central government 
budget. 
As  regards  the  reception  of  refu-
gees, certain municipalities have com-
mitted themselves to the reception of 
refugees  and  to  providing  specific 
services that take into account the ref-
ugees'  needs.  These  municipalities 
have made the necessary preparations 
(e.g. planning and in-service training), 
reserved adequate rented housing for 
the refugees,  and arranged guidance 
and support services,  interpretation, 
introductory classes at comprehensive 
schools  for  children,  and  social  and 
health services. The refugees are enti-
tled to one year of full-time migrant 
training, which includes language and 
social studies, as well as to vocational 
guidance and work training provided 
by  the  public  employment  service. 
After this  migrant training,  refugees 
have the opportunity to  enter voca-
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tional training that suits their personal 
abilities. Special measures to promote 
the refugees' own culture and native 
language are also available, especially 
for children and adolescents. 
On 6 February 1997, the Council of 
State approved a decision on govern-
ment measures to promote tolerance 
and prevent racism. This  decision in 
principle obliges the entire ministerial 
administration  to  act  against  racism 
and to promote tolerance. 
Sweden 
Labour Market Policy in 
Sweden- New Pilot 
Projects 
In  Sweden,  labour market policy  is 
mainly implemented by a  single  au-
thority, the National Labour Market 
Administration.  This  authority  con-
sists  of a  central body,  the National 
Labour  Market  Board,  21  regional 
county labour boards and 360 local 
employment offices  located all  over 
Sweden in each municipality. 
This does not mean, however, that 
labour market policy is highly central-
ised and controlled by using detailed 
regulations. On the contrary, the ad-
ministration of labour market policy 
in Sweden has in recent years become 
increasingly decentralised, using man-
agement by objectives, a process that 
is  still  under way.  Government and 
parliament  set  the  overriding  goals 
and policy priorities for the National 
Labour Market Administration. These 
goals  are  transformed  and  broken 
down to operational or performance 
targets  at  regional  and  local  levels 
within the administration. The results 
or performances of the employment 
service are followed up through statis-
tical  analysis  of  different  criteria, 
through frequent reports from the au-
thority and through a continuous dia-
logue  between  the  labour  ministry 
and the different levels in the adminis-
tration. 
12 
The purpose is to increase local in-
fluence and to shape a policy as close 
as possible to the individual, in order 
to  meet  the  individual's  needs  and 
requirements and to adapt measures 
to the conditions on the local labour 
market. In order to further develop a 
more  decentralised  labour  market 
policy,  the government has  recently 
introduced  different  kinds  of  pilot 
projects  with  the  aim  of  increasing 
local influence on the implementation 
of labour market policy. 
In  1997,  the  municipalities  were, 
given the opportunity to take part in a 
pilot project to increase local coopera-
tion between the municipalities  and 
the public employment service (PES). 
The government signed an agreement 
with 28 municipalities. The agreement 
implies  that the  public  employment 
service and the municipalities, in co-
operation,  were  able  to  use  public 
funds for labour market policies in a 
rather innovative way.  The implica-
tion of this is to find new methods and 
a  mix  of schemes that have not yet 
been  explored  because  of  previous 
regulations.  The  project  should  run 
during 1997 and for some municipal-
ities during 1998. 
Those  municipalities  who  partici-
pated in the project had to achieve the 
overall objectives for  labour market 
policy set by parliament and the gov-
ernment.  Some  municipalities  also 
stipulated their own objectives, such 
as  reducing  the  unemployment rate 
for target groups. 
According to a study carried out by 
the Swedish National Audit Office, in 
most of the municipalities, the differ-
ent projects were concentrated on in-
dividuals who had great difficulties on 
the labour market, such as youths and 
long-term unemployed. In some cases, 
however, the projects were directed 
to individuals with better labour mar-
ket chances. 
The average costs of participating 
in a measure within the pilot scheme 
were, in general, lower than for tradi-
tionallabour market measures. Meas-
ures within the pilot scheme also had a 
larger  segment  of  work,  and  a  mix 
between  work  and  education  was 
more common than in traditional la-
bour market measures. 
The chances of obtaining a job after 
having  completed  a  measure  within 
the pilot project were higher than for 
the rest of the country. The Swedish 
National Audit  Office,  the  organisa-
tion that evaluated the project, con-
cluded that the good result achieved 
by the municipalities shows how im-
portant it is to tailor measures to indi-
viduals' needs and local conditions. 
The government has  recently de-
cided that Skane, a county in the south 
of Sweden, is  to host a pilot scheme 
during  1998 and 1999. The  experi-
ment is  an attempt to increase local 
influence within labour market policy. 
The project will  give  the county la-
bour market board the opportunity to 
use public funds to develop the mix of 
existing schemes and to pathfind new 
labour market schemes  that will  in-
crease  the  employability  of  partici-
pants. 
Skane  contains  both  urban  areas 
with a  high unemployment rate and 
regions  with  low  unemployment 
rates.  However, for  the county as  a 
whole,  the  unemployment  rate  is 
higher than the average for Sweden. 
Furthermore, Skane is the location for 
one  of  six  territorial  employment 
pacts. 
The  experimental  work  implies 
that Skane does not have to achieve 
the requirement of a certain volume of 
labour market measures during 1998 
and 1999. There do  exist,  however, 
political  ambitions  to  complete  the 
measures taken up in the fight against 
unemployment through an objective 
for employment in Skane. 
At  the  end  of  this  experimental 
period,  the  employment  rate  in 
Skane should have reached the aver-
age for Sweden. The government will 
terminate the experiment if the eval-
uations show, that the results are not 
positive. 
The  experimental  period  will  be 
evaluated continuously by the Swed-
ish agency for administrative develop-
ment and the institute for labour mar-
ket policy evaluation. During the ex-
perimental  period,  a  working group 
within the Ministry of Labour will con-
tinuously follow  up and analyse the 
experimental work. 
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Germany 
Employer Information 
Service- a New Employ-
ment Office Service 
Since  March  1998,  employers  have 
been able to use the Internet to select 
job  applicants  registered  at  an  em-
ployment office.  This  "Employer In-
formation  Service"  (AIS)  supple-
ments  the  Situation  Vacant  Service 
(SIS),  which has been publishing va-
cancies  registered  with  an  employ-
ment office on the Internet since the 
beginning of this year. 
The  AIS  system  offers  extremely 
innovative perspectives to employers, 
because the new "information high-
way" provides round-the-clock access 
from one's desk to the entire manpow-
er potential registered with the  em-
ployment service. The prerequisite is 
that the jobseekers agree to the publi-
cation of their data. The Federal Em-
ployment Service (BA) is thus able to 
speed up the placement process and 
further  improve  its  quality  through 
targeted  services.  The  BA  achieved 
almost 3.4 million placements in 1997, 
though this figure does not include the 
employment  relationships  created 
with  the  help  of  the  SIS.  A  further 
increase  is  expected from  the intro-
duction of the AIS system. 
The capacity of the placement offic-
ers, which has been freed up as a result 
of these services, is now to be used for 
more  targeted  placement  proposals 
and aggressive  acquisition  of vacan-
cies  using the entire range of instru-
ments provided for in the Labour Pro-
motion Reform Act. 
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New Tools and Services 
The French public employment serv-
ice, the ANPE, has committed itself in 
its second Progress Contract with the 
government "to improve the ways it 
helps  people  to  look  for  and  find 
work", in particular by restructuring 
and developing "its individual or col-
lective  occupational  reintegration 
services". 
Although in 1997 just 6%  of job-
seekers took advantage of ANPE serv-
ices,  there are high  expectations for 
the agency. For this reason, it was vital 
in 1998 to embark on a restructuring 
of services, so as to permit an enrich-
ment of the range of services offered. 
The aim of these new measures is to 
respond to the needs of as many job-
seekers as possible by: 
- developing  instruments  and  serv-
ices that are adapted to the expecta-
tions and needs of jobseekers; 
- furthering internal implementation 
and suggestions; 
- promoting the self-evaluation and 
self-determination of jobseekers; 
- ensuring a rapid response by means 
of  tools  placed  at  the  disposal  of 
jobseekers and of "workshops" that 
are open almost permanently. 
It is upon this basis and in accordance 
with  the  principles  applying  to  the 
supply of services that a new range of 
national tools and services has  been 
constructed. It is  composed of three 
series of elements. 
1. Tools placed at the disposal of 
jobseekers 
A  substantial  proportion  of  ANPE 
services is provided in the free-access 
zone. The organisation, guidance and 
instrumentation of this zone are deci-
sive for the results that are measured 
in units. 
The most self-sufficient jobseekers 
must be allowed to find the answers 
they seek directly in  the free-access 
zone, or at least be able to go part of 
the way under their own steam. 
The questions frequently posed by 
jobseekers include: How do I write a 
good  CV?  How  do  I  choose  which 
advertisements  to  respond  to?  How 
do  I respond to job advertisements? 
How do I write an application letter? 
How do I identify my knowledge and 
skills? Where can I get information on 
occupations and employers? How do I 
choose an employer? How do I con-
tact an employer by telephone? What 
are  the  best  interview  techniques? 
How  do  I  argue  that I  am  the best 
candidate? How do I negotiate with a 
future employer? Where can I get in-
formation  about an employer?  How 
can I overcome obstacles? What is the 
best way to make a speculative appli-
cation? How do I make the best use of 
my connections? How do  I look for 
work in  Europe?  How  can  I find  a 
training opportunity? How do I draw 
up an occupational career project? 
Such questions must receive an im-
mediate answer. This can occur with 
the help of: 
- tools (Minitel, software for drawing 
up  CV s,  photocopier,  telephone, 
notice board with job and training 
offers); 
- self-service  information,  a  service 
that is to be enriched by the follow-
ing elements: 
- "Information leaflets" on the la-
bour market; 
- "advice  leaflets"  providing  a 
guide on how to use a tool for a 
documentary  source  (Kompass, 
ROME, offers, telephone etc.); 
- "action guides",  which  provide 
job-seekers  capable  of  auton-
omous job search activities with 
basic  information;  they are dis-
tributed by the staff of the free-
access zone for use on the premis-
es or outside the employment of-
fice; 
- the "know more dossiers", which 
are distributed by the staff of the 
free-access  zone for  use  on the 
premises,  and  which  provide 
more  detailed  information  on 
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topics sketched out in the "action 
guides", such as  interview tech-
niques,  CV,  application  letters, 
speculative applications, connec-
tions, information from the press 
or looking for work in Europe. 
2. Three types of service within the 
framework of intermittent support 
In order to provide as many of ANPE 
clients  as  possible  with  the  answers 
they expect, the organisation of "in-
termittent support" is  of decisive im-
portance.  Intermittent  support  is  a 
service level in which it is particularly 
important  for  quality,  quantity  and 
speed of service provision to be com-
bined, and it is to be further developed 
in local  employment offices  by pro-
gressively implementing individual in-
terviews, workshops and evaluations. 
Interviews 
This service can be provided on an ad 
hoc  basis  or  within  a  programmed 
service.  Interviews  are  particularly 
well-suited to respond to the follow-
ing situations: 
- the first vocational interview, held 
on registering unemployed, aims to 
define the job search more precise-
ly,  in  most cases  to  initiate a  first 
concrete action and to determine, 
where appropriate, the date of the 
next contact; 
- the follow-up interview aims to re-
new the  dialogue  with jobseekers 
following  a  period determined by 
the local employment office; 
- the  contact-establishing  interview 
aims  to  ensure that the jobseeker 
fits the criteria agreed upon with the 
employer, and also to help the job-
seeker to ensure that his or her ap-
plication is successfully completed. 
Workshops 
Modular  individualised  workshops 
(such  as  individualised  job  search 
workshops) are open more or less per-
manently and offer support from  an 
adviser.  Their organisation and pro-
gramme  are  adapted to  local  needs 
and are currently the most effective 
response to jobseekers' needs. 
Besides job-search techniques, the 
jobseeker can find  in workshops the 
urgent support he or she needs in or-
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der to present him-/herself to an em-
ployer, as  well as  the support neces-
sary  to  clarify  his/her  project  to 
(re)gain employment and to success-
fully find work. Workshops can per-
form the following tasks: 
- identifying one's strengths and job-
search difficulties; 
- bringing one's skills to the fore; 
- targeting potential employers; 
- drawing up a CV; 
- making a speculative application; 
- writing a letter in response to a job 
advertisement; 
- looking for work using  one's con-
nections; 
- preparing for  a  recruitment inter-
view; 
- looking for training in order to real-
ise one's career project; 
- identifying personal strengths with 
respect to one's career project; 
- looking for information on a given 
occupation; 
- verifying  the  pertinence  of  one's 
career project; 
- drawing up an action plan to imple-
ment one's career project; 
- using job advertisements; 
- organising job search activities; 
- telephone conversations  with  em-
ployers; 
- choosing one's "look"; 
- familiarisation  with  recruitment 
tests; 
- success  during  the  probation  pe-
riod; 
- setting up a company or becoming 
self  -employed. 
Access to the workshops is free; par-
ticipation  can  be  initiated  by  an 
adviser or the jobseeker's own initia-
tive. Individuals participating on their 
own initiative are to  be offered the 
best possible conditions. The publicity 
work of the employment office,  the 
organisation  of  notice  boards  and 
even the  names  given to the work-
shops are important elements in  the 
efforts to make jobseekers aware of 
the  workshops  and  overcome  their 
"distance" to them. 
Two leaflets will help jobseekers: 
- "The  new  publicity  work  of  the 
employment  office",  a  brochure 
distributed by the Regional Directo-
rate  of  the  ANPE  in  accordance 
with the schedule for the restructur-
ing of local employment offices; 
- a  short  guide  entitled  "Notice 
boards: how to use them". 
Evaluations 
Evaluations are developed in the con-
text both of services rendered to job-
seekers and services to employers. 
What  is  to  be  evaluated,  and  to 
what end? Evaluation must be differ-
entiated  depending  on  whether  the 
aim is to verify that a jobseeker meets 
the criteria of a job offer, whether an 
inventory of the skills of the jobseeker 
is  to  be made in order to determine 
his/her job search targets or whether 
the jobseeker's preferences  and  po-
tential are to be determined in order 
to draw up a career project. 
3. Guidance 
Guidance by employment office staff 
aims to define an individual reintegra-
tion  project,  ensuring the success  of 
job search activities and, where neces-
sary,  follow-up  work  after  recruit-
ment. 
According to the definition adopt-
ed by the ANPE, "guidance towards 
employment" is  characterised by the 
following features: 
- a named staff member as  partner, 
for this is indispensable for individ-
ual guidance; 
- regular contacts (at least twice for 
month) between this staff member 
and the jobseeker; 
- the voluntary participation by the 
jobseeker and the formalisation of 
two-way commitments between the 
adviser and the jobseeker; 
- a fixed duration (between three and 
six months); 
- joint identification of the targets to 
be reached in the course of the guid-
ance period. 
A number of local employment offices 
have  already  begun  to  implement 
guidance measures.  These are based 
either on internal solutions, recourse 
to an outside service provider or coop-
eration with partners. The offices will 
be observed by three project groups, 
whose conclusions will enable the or-
ganisational  points  that are decisive 
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determined, the list of guidance duties 
assigned to a service provider to  be 
validated,  and  the  key  points  that 
need to be agreed upon with a partner. 
During the second half of 1998 the 
new guidance services, which are cur-
rently in the experimental phase, will 
be extended to  other offices;  in  the 
meantime,  local  agencies  have  re-
course to the existing services, which 
meet a number of the characteristics 
of guidance. The services include the 
following: 
For  the  "successful  job  search" 
service: 
- individual  guidance  for  employ-
ment  (Accompagnement  Person-
nalise pour l'Emploi  - APE):  pro-
posing individual guidance that en-
ables  a jobseeker to structure job 
search  activities  and to  overcome 
initial difficulties in employment; 
- job search circles: to enable partici-
pants  to  find  employment  within 
the shortest possible time; 
- job search clubs: to help their volun-
tary members to draw up a plan for 
intensive prospecting of companies 
in order to receive job offers. 
For the "employment access project" 
service: 
- Further  Orientation  Module  (Mo-
dule  d'Orientation Approfondie  -
MOA):  its aim is to offer those ex-
cluded for an extended period from 
the labour market the opportunity 
to draw a resume of their personal 
and  occupational  situation  and 
thereby recreate a dynamic condu-
cive to defining a path towards re-
integration in the labour market. 
- From  diploma  to  employment: 
drawing up a career project on the 
basis of skills acquired in both the 
university and one's personal envi-
ronment;  validating  this  project 
through practical work experience. 
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Netherlands 
Joint Venture in 
Reintegration Activities 
The  Public  Employment  Service 
(PES),  Start and Vedior have signed 
an  agreement  on  combining  opera-
tions aimed at promoting employee-
related inflow, throughflow and out-
flow  in  a joint company called ASV 
Diensten BV.  Start has a 51% share 
in  this  company, while  the PES  and 
Vedior each have 24.5%. In the com-
ing months,  ASV  Diensten will  start 
operating from its head office in Gou-
da, following approval from the Min-
istry  of  Social  Affairs  and  Employ-
ment (SZW) and the relevant compe-
tition authority. The central adminis-
tration of the PES  and the boards of 
directors of Vedior and Start have al-
ready reached agreement, as have the 
works councils involved. 
The PES  in the Netherlands has a 
staff of around 8,000 that endeavours 
to help jobseekers and employers and 
attempts  to  clear bottlenecks  in  the 
labour market. The PES has a network 
of 220 job centres and 60 vocational 
training centres, spread throughout 18 
regions. 
Start Holding BV is one of the big-
gest full-service labour market inter-
mediaries  in  the  Nether  lands  and 
holds second place in the Dutch em-
ployment agency market. Apart from 
filling temporary jobs, Start also offers 
services such  as  career intervention, 
pool  management,  training,  recruit-
ment and selection, and secondment. 
Every  day,  approximately  60,000 
people work via the Temporary Job 
Division,  while  a  total  of  almost 
70,000  persons  work via  Start as  a 
whole.  The  company  itself  employs 
3,500  internal  staff  members.  Start 
has a network of 600 branches in the 
Netherlands and also operates in Ger-
many, the Czech Republic, Italy and 
Spain. 
Vedior Nederland  (350  branches) 
offers a complete package of services 
in the area of flexible labour and per-
sonnel  management.  The  company, 
whose  operating companies  are Ve-
dior, Dactylo, Vedior Van Eijk, Vedior 
Projecten, Compuhelp, Societas, and 
a 50% participation in Teleprofs and 
Mail profs,  is  part  of  Vedior  NV,  a 
services group listed on the Amster-
dam stock exchange. Vedior NV oper-
ates  employment agency  services  in 
seven,  and  cleaning  services  in  five 
European  countries.  Approximately 
110,000  agency  workers  work  per 
day via more than 1,250 employment 
agencies. 
The collaboration, which is  found-
ed on  equality,  is  a  result  of  earlier 
agreements  reached  between  the 
three parties in two areas: finding em-
ployment  on  an  annual  basis  for 
30,000  jobseekers  registered  with 
employment agencies and setting up 
projects designed to clear specific bot-
tlenecks in  the labour market. They 
also agreed to carry out a study on the 
possibility of working together in the 
commercial services sector. Last Sep-
tember, the three partners agreed in 
principle on a basis for the new com-
pany. 
The PES, Start and Vedior are com-
bining  all  their  inflow,  throughflow 
and  outflow-related  operations  in 
ASV  Diensten.  The  PES'  aim  is  to 
make a  clear distinction between its 
publicly financed mediation tasks and 
its  other activities.  By working with 
private  intermediaries,  the  PES  can 
offer a full-service package of labour 
market services, contributing to their 
public function.  Start and Vedior ex-
pect the new company to further rein-
force  their position in the Dutch la-
bour market. As separate businesses, 
they will  continue to  concentrate on 
providing temporary and replacement 
staff and secondment services in addi-
tion  to  other  flexible  employment 
services. 
ASV Diensten is the first joint ven-
ture in  the  Netherlands  to  offer  an 
integral  package  aimed  at  inflow, 
throughflow and outflow activities in 
the labour market. ASV's main aim is 
to increase the employability of em-
ployees and jobseekers and to restrict 
the financial  damage caused to com-
panies and the government by the out-
flow  of employees to  social  security 
benefit offices. 
In  this  context,  the company will 
offer  services  to  employers,  social 
services  and implementation bodies. 
These services will  include outplace-
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ment and career intervention, project 
and  contract  training,  career  choice 
and career recommendations, on-the-
job training,  pool management, mo-
bility  centres  and  employment 
projects for specific target groups. The 
scope  and  national  coverage  will 
make it possible for ASV Diensten to 
tackle  regional  and  sectoral  bottle-
necks more effectively. 
ASV  Diensten, with 250 branches 
and a  staff  of  about 1,000, most of 
whom  formerly  worked  for  Start 
Diensten, expect a turnover of around 
NLG 300 million in  1998. Prospects 
for the future are very positive. 
ASV  Diensten  will  have  a  three-
person management team headed by 
general director J.W.  van der Starn, 
former director of Start Diensten. The 
other members are Mrs.  D.  Bosvelt, 
from  Vedior  Nederland,  and  J.L.J. 
Swinkels (temporary), from Arbeids-
voorziening.  The  supervisory  board 
will,  for  the  time  being,  consist  of 
three members. 
Netherlands 
The Public Employment 
Service in the Market 
The three core tasks of the Dutch Pub-
lic  Employment  Service  (PES)  are 
placement  services,  opportunity  en-
hancement, and information and ad-
vice. It is through these core tasks that 
the PES comprehensively serves both 
jobseekers  and  employers.  For  job-
seekers, the PES represents a gateway 
to a job and also training, if the indi-
vidual's education and training are not 
ideally suited to market demand. The 
PES  supports  employers  by seeking 
and selecting personnel and by pro-
viding information and advice about 
labour  market  trends.  These  three 
core tasks differentiate the PES,  as  a 
public provider of placement services, 
from other employment mediators. 
Cooperation 
In order to achieve its aims as a pub-
lic  employment mediator, the PES  is 
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working to harmonise supply and de-
mand by: 
- cooperating with sectors and indus-
tries in order to resolve and prevent 
bottlenecks when filling vacancies; 
- cooperating with social security de-
partments and benefits agencies to 
get people on unemployment bene-
fit back into the labour market. This 
is  being  done  through  the  Jobs 
and  Incomes  Collaboration  (SWI) 
project; 
- cooperating with the Start and Ve-
dior  employment  agencies  to  fill 
vacancies  through  flexible  work 
practices; 
- cooperating with Vocational Train-
ing  Centres,  which  play  an  inde-
pendent role within the PES' organ-
isation, and also with Women's Oc-
cupational  Training  Colleges  and 
other educational institutes for edu-
cating and training jobseekers. 
Contracts 
In 1998, the Minister of Social Affairs 
and Employment is dividing his funds 
for the PES  for  the first  time into a 
basic grant of NLG  500 million  (for 
the provision of basic services) and a 
performance grant of NLG 570.6 mil-
lion (for mediation services for unem-
ployed  people  who  are  difficult  to 
place and for efforts to find candidates 
for vacancies that are hard to fill).  In 
so doing, the Minister is  allocating to 
the PES the task of concentrating pri-
marily  on  the  difficult  parts  of  the 
market. 
Contracts have also  been entered 
into with local authorities and benefits 
agencies. For the time being, these still 
relate to the compulsory purchase of 
services. However, this obligation is a 
subject of debate. The PES is therefore 
working to  make itself more profes-
sional and effective, so  that contract 
partners will want to select the PES in 
the future when they have the choice. 
More and more local authorities are 
entering into supplementary contracts 
with the PES. 
The challenges 
The policy that was  pursued by the 
PES in 1997 will be continued in 1998. 
Broadly speaking, it comprises bring-
ing together supply and demand and 
utilising  mediation  plans  for  people 
who  cannot  find  a  job  themselves 
straight away. 
The  PES  faces  a  number  of new 
challenges  in  providing  its  normal 
services.  There  is,  for  example,  a 
growing focus on employers and sec-
tors with vacancies that are difficult to 
fill  and on new target groups of job-
seekers  who  are  difficult  to  place -
older workers, the disabled, and high-
ly educated jobseekers. At the same 
time,  these areas of attention repre-
sent challenges for the PES. 
New tasks 
Changes in legislation bring with them 
new tasks for the PES:  the Disabled 
Persons Reintegration Act (REA), the 
Jobseekers' Employment Act (WIW), 
the Encouragement of Ethnic Minori-
ties in the Workplace Act (SAMEN), 
the  Flexibility  and  Security  Act 
(F&Z),  the  Allocation  of  Workers 
through Intermediaries Act (W AADI) 
and the bill relating to the settling in of 
new arrivals. 
The new tasks also include the actu-
al implementation of the joint-service 
counter in the Jobs and Incomes Col-
laboration (SWI)  project. At the end 
of this year, cooperative agreements 
will have to be entered into with local 
authorities  and  benefits  agencies 
throughout the country. The SWI cen-
tres should be operational by the end 
of the year 2000. At that time, job-
seekers  - whether  they  are  unem-
ployed or not - can talk to the jobs 
centre and the benefits agency at the 
same service counter. 
Services to employers 
Bottlenecks in different sectors of the 
labour  market  demand  satisfactory 
solutions. Together with the employ-
ers' organisations in  the sectors con-
cerned,  the  PES  has  formulated  re-
gional and national policies aimed at 
resolving  bottlenecks  relating  to  va-
cancies. 
Employers  also  need  information 
and advice about the labour market. 
The PES  sees  this  as  one of its  core 
tasks. In 1998, some 510,000 employ-
ers are expected to make use of this 
public, and therefore free, service. 
Employers do have to pay for com-
mercial  services  such  as  search  and 
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training, and outplacement. The PES 
is  considering  grouping  these  com-
mercial activities into a new unit. 
Services to jobseekers 
The analysis of an individual's needs is 
one of the PES'  basic services.  This 
includes a review of the opportunities 
that  a  jobseeker has  on the  labour 
market and the services that will  be 
offered. 
Education  and  training  represent 
an  important  element  in  the  place-
ment plan. In 1998, the PES' nation-
wide  expenditure on education  and 
training will  be approximately NLG 
210 million  for  services  from  Voca-
tional  Training  Centres  (CVs)  and 
about NLG 300 million  for  services 
with other education and training pro-
viders. Between them, the CVs have 
nearly 7,500 training places available, 
and almost 38,000 people will be at-
tending courses in 1998. 
The  long-term  unemployed  de-
serve to  be given extra attention in 
view of the fact that their numbers are 
rising in relative terms. The PES' ob-
jective in 1998 is to help 59,000 long-
term  unemployed  people  back  into 
work. This is 2% more than in 1997. 
The placement of ethnic minorities is 
increasing to 25,000 this year- a rise 
of 9%. 
The  target groups  of people who 
are difficult to place also include older 
workers. The number of people over 
the age of 40 among the non-working 
jobseekers registered with the Public 
Employment  Service  is  expected  to 
climb by 16% in 1998. The PES will 
contribute to the broad-based discus-
sion in society on the basis of a study 
of the position of older workers in the 
labour market, and it will also do what 
it can to  combat age  discrimination. 
The PES will scrap age requirements 
in job advertisements in cases where it 
is not relevant. The PES also wants to 
develop, through experimentation, a 
goal-oriented  method  to  help  older 
workers keep their jobs or find  new 
ones. 
inforMISEP  no. 62 I Summer 1998 
Placement and Vocational Guidance 
Sweden 
Job-Seeking Artists and 
Examination Papers via 
Internet 
Picture and artist data banks 
With the aim of creating a location at 
which artists  and those interested in 
buying art-related services can meet, 
on 1  April 1998 the public employ-
ment service  introduced  the  picture 
and artists data bank as a new service 
on the Internet. 
With the help  of this  picture and 
artist data bank, potential customers 
have the opportunity of looking for 
artistic abilities among a large number 
of artists from all over Sweden. Data 
can already be accessed on 700 artists, 
represented  through  around  7,000 
pictures  on  the  Internet.  Alongside 
reference pictures, information is pro-
vided on each individual artist. 
For their search potential, custom-
ers  can take  either the name of  an 
artist or an art form (painting, sculp-
ture, drawing/illustration, graphic de-
sign,  crafts, textile art, photography, 
video,  installation and performance) 
as  a  point of departure. In  addition, 
there are around 160 search keywords 
for various materials and techniques 
and 100 search words referring to po-
tential  working  areas  of  the  artists 
(e.g.  "facade" or "underground sta-
tion"). 
Artists looking for work who wish 
to present pictures in the picture and 
artist data bank can apply to the cul-
ture/media  department  of  the  em-
ployment office  for  information and 
an evaluation. 
The URL of the picture and artist 
data  bank  is:  http://konstnarsban-
ken.amv.se 
Bank for examination papers 
Potential  employers  can  now  make 
entries in the "job bank", a website set 
up  by the  employment offices  with 
free space for entries. With the help of 
a codeword given upon using the site 
for  the first  time,  the  entry can  be 
modified or removed at any time. 
The reasons for  offering this  new 
service is the large number of students 
using the "job bank". Statistical stud-
ies reveal that 25% of those using the 
"job bank" are students, 31% unem-
ployed and the rest (44%) in perma-
nent or fixed-term employment. 
Those using the service tend to be 
both young and highly qualified. Al-
most half of them (49%) have a uni-
versity or college degree. More than 
half (52%) are in the 20-29 age group. 
With 700,000 visitors a month, the 
"job bank"  is  now the sixth  largest 
website in Sweden. 
The URL of the "job bank" is http: 
I /platsbanken.amv.se 
Sweden 
Employers' Recruiting 
Methods 
Given the large number of different 
ways in  which both employers look 
for  workers and jobseekers look for 
work,  there  exist  a  whole  range  of 
recruitment channels, each constitut-
ing a submarket on which employers 
and jobseekers meet. On the basis of 
telephone interviews conducted with 
employers,  the  research  unit  of the 
public  employment service  has  ana-
lysed which search methods are used 
by employers and the importance of 
"passive" recruitment in filling vacan-
cies. 
In looking for workers, the employ-
er can choose between formal and in-
formal channels. Formal channels are 
job advertisements in newspapers, or 
the use of the employment office or 
private  employment  agencies.  The 
employer uses informal channels, for 
example, when he or she turns to em-
ployees, friends or acquaintances, has 
recourse  to  applications  made at  an 
earlier date, or even perhaps directly 
approaches an individual thought suit-
able for the post. By contrast, in the 
case of "passive recruitment", no ac-
tive  search channel is  used,  because 
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the applicant him-/herself establishes 
contact with the firm. A discussion on 
the working methods used by the em-
ployment offices, which was initiated 
on the basis of the results of this study, 
has thrown up a number of basic ques-
tions: Is it worthwhile for employment 
office staff to visit a large number of 
firms, and if so, in what way should the 
employment offices do so? The follow-
ing results were revealed by the study: 
- Passive  recruitment  accounts  for 
around 25% of all recruitments. In 
other words, one in four employers 
had not yet begun to look for staff 
when the applicant contacted them. 
Most  of  them  had,  however,  al-
ready  considered  recruiting  staff, 
even if  the applicant had not con-
tacted  them.  Around  5%  of  jobs 
had been created on the basis of an 
applicant establishing contact with 
the firm. 
- Around 29% of employers recruit-
ed labour exclusively using  infor-
mal channels. A significant propor-
tion  of  recruitments  consisted  of 
people who had previously worked 
for the firm.  Excluding such re-re-
cruitments, around 10% of recruit-
ments occurred via informal search 
channels. 
- Around 34% of recruitments result-
ed exclusively from  formal  search 
channels. For employers using for-
mal channels, the employment of-
fices were the means used most fre-
quently. 
- There  is  a  strong  correlation  be-
tween the duration of the vacancy 
and the recruitment methods.  Va-
cancies  are filled  most quickly by 
means  of  informal  channels,  fol-
lowed  by  passive  recruitments, 
whereas the use of formal channels 
takes longer. 
- Direct contact with employers is  a 
method frequently used by jobseek-
ers  to  gain  information  on  a  job 
opportunity.  Even  in  the  case  of 
employers who exclusively use for-
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Importance of different recruitment methods 
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mal channels, more than one quar-
ter of staff had obtained initial in-
formation  on  a  post by means  of 
direct contact with the employer. 
- The recruitment methods used by 
an employer depend heavily on the 
contacts  between  the  employees 
and  the  firm.  If a  jobseeker  was 
previously employed in the firm, or 
has a contact with an employee in 
the  firm,  there is  a  significant  in-
crease  in  the  probability  that the 
employer will recruit using informal 
channels. 
- The way in which the employer re-
cruits can also be linked to the size 
of the company, the sector in which 
it is active and the qualification lev-
el of the employees concerned. For 
jobseekers, on the other hand, there 
exists a correlation between the du-
ration  of  unemployment  and  the 
way in which they first obtain infor-
mation on a vacancy. 
The extent of passive recruitment and 
the  importance  of  informal  search 
methods for both employers and job-
seekers indicate both that it is possible 
to  accelerate  recruitment  processes 
within  companies  and  that  the  net-
work of contacts that an unemployed 
person has to the labour market is  of 
great importance for his or her chanc-
es  of getting a job. These facts  also 
suggest that the number of vacancies 
is  far higher than the level suggested 
by newspaper advertisements and the 
vacancies posted by the employment 
office. For this reason, it is important 
that  the  employment  offices  allow 
time for establishing and maintaining 
contacts to employers. More intensive 
contacts can also constitute a form of 
search service, as they raise the chanc-
es of identifying vacancies and accel-
erating  recruitment.  Contacts  with 
companies  can  also  improve  the 
chances  of  gaining  employment  for 
those  jobseekers  who  do  not  have 
good labour market contacts. Even if 
the  scope  for  intensifying  contacts 
with employers may currently be lim-
ited, at the very least discussions are 
required  on  how  this  aim  could  be 
realised. Such a discussion needs to be 
conducted on the basis  of  the tasks 
that staff members currently perform 
and on the basis of the requirements 
made of the employment offices and 
the guidelines derived from the labour 
market policy orientation. 
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Belgium 
Flanders Region: 
Reduction in Real Estate 
Tax as an Employment 
Promotion Measure 
The decree issued by the Flemish par-
liament on 19 December 1997 on the 
reduction in real estate tax with a view 
to  encouraging  job-creating  invest-
ment (Moniteur belge of 31.1.1998) 
permits firms in Flanders to deduct the 
value  of  investment  that  serves  to 
maintain or create jobs from their real 
estate tax dues. 
Conditions 
All firms active in Flanders in manu-
facturing,  construction or road haul-
age  are  entitled  to  be  allocated  an 
investment grant equal to the real es-
tate tax on their real estate invested in 
Flanders and used by the firm for com-
mercial  purposes.  Firms  interested 
must submit an application to the Min-
istry of the Flemish Community by 30 
June 1998. 
This investment grant is available: 
- provided  the  corporate  taxpayer 
has invested the sum to which it is 
entitled under the measure in new 
plant or commercial buildings dur-
ing the course of 1997; 
- provided the workforce employed 
by the company in 1997 in Flanders 
has increased or remained constant 
compared with 1996. 
Level of the grant 
For each employee-unit employed in 
Flanders  the  grant  amounts  to  BEF 
20,000  for  firms  with  less  than  50 
employees and to BEF 10,000 for all 
other firms.  If the company has  ex-
panded its workforce, the grant is in-
creased by BEF 5,000 for each addi-
tional job created in 1997 and by BEF 
10,000  for  each  additional  recruit-
ment of an low-skilled long-term un-
employed person during the year. 
inforMISEP  no. 62 I Summer 1998 
The total value of the grant may not 
exceed the value of the real estate tax 
to  be  paid  by  the  company  and  is 
subject to a maximum ceiling of ECU 
100,000. 
Real estate tax 
The real estate tax is  to be taken to 
mean the total value of the real estate 
tax including the additional provincial 
and municipal  charges  owed by the 
firms for the fiscal year 1998. 
The real estate tax is  imposed on 
real  estate  (including  plant  and ma-
chinery) in  which the corporate tax-
payer has  invested  in  Flanders  and 
which  is  used  for  commercial  pur-
poses. 
The  measure  applies  not  only  to 
owner-occupied property, but also to 
rented or leased property. It also ap-
plies to the real estate tax due from the 
person renting out or leasing out the 
real estate concerned to the firm using 
it in Flanders, provided the tenant or 
leasing  firm  meets  the  employment 
conditions. In such a case, the owner 
of  the real  estate  must  pass  on the 
reduction in  the real estate tax dues 
under the measure to  the tenant or 
leasing firm. 
Application procedures 
A decree of the Flemish government 
still  must  prescribe  precisely  what 
should be understood under the fol-
lowing concepts: 
-construction industry and road haul-
age sector; 
-low-skilled, long-term unemployed; 
-personnel unit and the maintenance 
and creation of jobs. 
The Flemish government decree will 
also set out the application procedures 
and the supervisory measures. 
Belgium 
Framework Law for the 
Promotion of "Independ-
ent Enterprises" 
The  framework  law  of  10 February 
1998 on the promotion of "independ-
ent  enterprises"  (Moniteur  belge  of 
21.2.1998) brings together a series of 
provisions  whose aim  is  to  promote 
the creation of companies termed "in-
dependent enterprises" in the title of 
the law, and which by and large con-
sist of small and medium-sized enter-
prises (SME). 
As  far  as  the  application  of  this 
framework law is concerned, SME are 
considered to be those firms: 
- that do not employ more than 50 
workers (annual average); 
- no more than 25% of whose shares 
or capital or the associated voting 
rights are held by one or more en-
terprises,  unless  they  themselves 
are SME; 
- whose  annual  turnover  does  not 
exceed ECU  7  million  and whose 
annual balance sheet does not ex-
ceed ECU 5 million. 
The framework law goes on to define 
the requirements regarding basic man-
agerial expertise and the professional 
skills  of those planning to  set up  an 
SME.  It also  determines  the  overall 
framework for the training by means 
of which these "entrepreneurial skills" 
can be acquired. The framework law 
assigns new tasks to the Participation 
Fund,  with the aim  of  strengthening 
the financial  capacities of SME.  Also 
included are provisions relating to sup-
port for exports, promoting risk capi-
tal and simplifying the administrative 
environment. This report, however, is 
limited to provisions of a social nature, 
of which there are three. 
Paid training leave in SME 
The aim of the system of paid training 
leave is  the social promotion of full-
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time workers in the private sector (d. 
BIR B, II, 1.6). It involves the rights of 
absence from work while maintaining 
the normal pay entitlement for  each 
hour spent in education or training (up 
to  a  given  ceiling).  The  employer is 
reimbursed for these costs,  including 
the associated social security benefits, 
by the Federal Ministry  of  Employ-
ment and Labour. 
The framework law of 10 February 
1998 provides  for  the  possibility  of 
introducing specific provisions in the 
paid training leave regime for workers 
in SME  by way of a royal decree, as 
discussed in the Council of Ministers 
and subject to the recommendations 
of  the  National  Council  of  Labour. 
These special rules will apply to all of 
employees working more than half of 
normal working hours  and to  voca-
tional  training  periods  pursued  out-
side of working hours. 
The  worker will  be  entitled  to  a 
grant  paid  by the  employer  that  is 
equal  to  the  wage  ceiling  for  the 
number of hours corresponding to the 
time spent in effective training. Social 
security contributions must be paid on 
this  remuneration.  The  employer 
may, however, be reimbursed by the 
Ministry of Employment and Labour 
for half of the remuneration and for 
the social insurance contributions. 
These rules and application provi-
sions for workers in SME will remain 
in force for two years following their 
introduction. 
Tax exemption for additional 
recruitment 
During 1998, 1999 and 2000, enter-
prises employing less than 11 workers 
will benefit from a tax exemption of 
BEF 150,000 for each additional em-
ployee  (full-time  equivalent)  em-
ployed in  Belgium;  their salary may 
not exceed a fixed limit to be set by 
royal decree. Additions to the work-
force may not occur via the renewed 
recruitment  of  employees  that  had 
worked for the firm prior to 1 January 
1998. The increase in the workforce 
must be maintained, otherwise the tax 
exemption is  re-imposed in the form 
of  correspondingly  higher  earnings 
or profits during the following  fiscal 
period. 
20 
Improving the social status of 
business start-ups 
For the self-employed and profession-
als  setting  up  for  the first  time,  the 
social insurance contributions will be 
reduced in the four quarters following 
the third year in which contributions 
are due- that is, during the first year 
of the normalisation of social security 
payments on the basis of the actually 
recorded  earnings  during  the  first 
three years of activity - by between 
BEF 2,000 and 5,000, depending upon 
the level of income in the first full year 
in which contributions were due. 
In addition, the income paid by an 
active partner to his/her spouse also 
working in the company in 1994, 1995 
and 1996 will  be deducted from the 
earnings of the spouse for the purpose 
of  calculating  the  contributions  due 
for 1997, 1998 and 1999. The precise 
conditions and procedures will be de-
termined by royal decree. 
Netherlands 
Extended Opportunities 
for Beneficiaries to Enter 
Self-Employment 
In its recent policy document present-
ed to Parliament (27 March 1998) and 
entitled "Guidelines of new initiatives 
regarding entry into self  -employment 
by social  security beneficiaries", the 
government plans to improve the con-
ditions for people on social assistance 
benefit (ABW)  who wish to take up 
self-employment. Start-up capital will 
be raised from NLG 42,000 to a max-
imum of NLG  60,000, while the pe-
riod for which income will be supple-
mented to the social assistance level 
will  be  extended  from  18  to  36 
months. The opportunities for recipi-
ents of unemployment (WW)  or dis-
ability  (W AO)  benefits  to  become 
self-employed will also be improved. 
As far as social assistance benefici-
aries  are  concerned,  the  guidelines 
will  be worked out in  a proposal to 
amend the existing "Decree on social 
assistance  for  the  self-employed" 
(Bbz). 
The proposals are based on the re-
sults of an effectiveness study entitled 
"Social Assistance  and Self-Employ-
ment", which was carried out by the 
B&A Group in 1997. The study con-
cluded  that  the  impact  of  Bbz  was 
rather limited.  However, when local 
communities support social assistance 
beneficiaries starting up a new busi-
ness or offer financial help to existing 
businesses which have run into diffi-
culties,  this  support  has  generally 
been  effective.  After  3.5  years  (on 
average),  68%  of  the  new  self-em-
ployed were still  running their busi-
ness. This share was 77% for the exist-
ing companies which applied for Bbz 
support. 
Another evaluation study on Bbz 
(also  carried out in  1997) concluded 
that there were a number of disadvan-
tages to the present regulation. It was 
demonstrated that many starters need 
support  in  the  period  immediately 
after they have entered self-employ-
ment. Very often, the maximum start-
up  capital under the Bbz  (presently 
NLG 42,000) is  too low. In addition, 
the duration of Bbz  income support 
after business  start-up  (presently 18 
months)  was  considered  too  short 
for  a great number of the new self-
employed. 
It  also became clear that many local 
communities are not familiar with the 
Bbz regulation and that their approach 
to  Bbz  differs  notably.  This  applies 
especially  to  their  judgement  as  re-
gards the viability of a new business. 
The government has proposed im-
proving the Bbz regulation. Amongst 
other things,  it would like to see the 
introduction  of  a  preparatory phase 
before the actual start of the new busi-
ness. During this phase, starters would 
continue to receive their benefit and 
would be relieved of the obligation to 
apply for jobs in  the labour market. 
During  the  preparatory phase,  they 
could  also  receive  guidance/counsel-
ling and a loan for small investments or 
market research. As regards guidance/ 
counselling  after  entry into  self-em-
ployment, the local community social 
services body can make funds availa-
ble up to a maximum of NLG 3,000. 
The government policy  document 
proposes that a project group - con-
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and local government - will develop 
proposals regarding the best organisa-
tional  structure for  the implementa-
tion of the Bbz regulation. This project 
group will be requested to investigate 
in particular whether the Bbz can be 
implemented by central local commu-
nities in the future. 
In addition, the start-up regulations 
for recipients of unemployment bene-
fits  (WW)  and  disability  benefits 
(W AO) will be improved. At present, 
those new entrants into self-employ-
ment who are still not making a profit 
after a year and a half have to face the 
choice between stopping or continu-
ing their self-employment, while los-
ing the right to WW or W  AO benefit. 
The one and a half-year period will be 
extended on an experimental basis. It 
is  also  planned to  offer recipients of 
WW the possibility of training to pre-
pare themselves for self-employment, 
without losing their benefit income. 
Netherlands 
Agreements on Work-
Experience Placements 
Where representative bodies of em-
ployers and employees reach sectoral 
collective agreements on provision of 
a fixed number of Work-Experience 
Placements (WEPs) for long-term un-
employed under the Jobseekers' Em-
ployment Act (WIW), the local com-
munities  will  be  prepared  to  pay a 
wage-cost  subsidy  of  at  least  NLG 
10,000 per WEP to the employer in-
volved. The subsidy will increase to at 
least NLG 12,000 where the WEP is 
transformed into a regular job with an 
employment contract for at least one 
year after expiry of the wage-cost sub-
sidy. 
The above agreement was reached 
in March 1998 between the Ministry 
of  Social  Affairs  and  Employment 
(SZW), the Association of Dutch Lo-
cal Communities (VNG), relevant rep-
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resentative bodies of employers and 
employees, and the Central Board of 
the Public Employment Service (PES). 
The consultations between these par-
ties resulted from agreements reached 
between the Minister of Social Affairs 
and Employment and the social part-
ners in Autumn 1997 on the provision 
of jobs for the long-term unemployed 
under the  (forthcoming)  Jobseekers' 
Employment Act (WIW). 
In order that collective agreements 
on WEPs could be reached (now and 
in the future), the social partners felt 
the need for more certainty regarding 
the level of the (WIW) wage-cost sub-
sidy. The local communities (who im-
plement the WIW) would like to see as 
many WEPs  in  the market sector as 
possible. Collective agreements are an 
important instrument to this end. All 
parties  involved  would  like  to  see 
agreements on WEPs being concluded 
in the 1998 round of collective bar-
gaining.  Therefore,  a  settlement  on 
the level of the wage-cost subsidy was 
reached.  On the basis  of this  settle-
ment, the social  partners will  advise 
their members to continue concluding 
collective  agreements  ("CAOs")  on 
WEPs in the future. 
It has been agreed with the Central 
Board  of  the  Public  Employment 
Service that the PES  will play an ac-
tive role as  "agent and coordinator" 
regarding the implementation of the 
agreements. In doing so, the PES will 
anticipate as far as possible the needs 
of the regions. The PES will also begin 
to actively inform the local communi-
ties on sectoral agreements regarding 
WEPs. It is  of the utmost importance 
that every region be given a clear and 
recognisable address for information, 
to which both the sectors and the local 
communities can turn with enquiries 
regarding  the  Jobseekers'  Employ-
ment Act (WIW)  and sectoral agree-
ments and activities. This plan will be 
further developed by the PES and the 
local communities. 
Job Creation 
Sweden 
SEK 100 Million for 
Work in the School 
Holidays 
The Swedish government has allocat-
ed  the  public  employment  service 
SEK  100  million  in  order  to  offer 
young  people  in  upper  secondary 
school  education  job  opportunities 
during the 1998 summer holidays. The 
funds  are  to  be distributed  to  local 
authorities by the county employment 
offices,  whereby particular attention 
is  to be paid to those local authority 
areas in which a considerable propor-
tion of young people were born out-
side Sweden and where many young 
people had been unable to find holi-
day  work  in  the  summer  of  1997. 
Thus, the purpose behind this support 
measure is to create job opportunities 
for those youngsters who, for various 
reasons,  are  unable  to  find  holiday 
work themselves. In addition, the pos-
sibility is  to be created of offering a 
combination of training and work ex-
perience,  or  training  opportunities 
alone. This is linked to the hope that, 
with  the  help  of  holiday  work,  the 
young  people  will  gain  experience 
with the world of work and be able to 
establish  valuable  contacts,  facilitat-
ing their subsequent job search acti-
vities. 
The support measure is to be used 
for holiday jobs that would not other-
wise  be  performed.  The  public  em-
ployment service (AMS)  has empha-
sised that this support measure must 
not  be  allowed  to  retard  planning 
for the provision of "regular" holiday 
jobs. 
Overall responsibility for  creating 
holiday jobs lies  with the job place-
ment committees, whereas the prima-
ry task of local authorities is to ensure 
that young people are placed in the 
jobs made available. 
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Belgium 
Reform of Industrial 
Apprenticeship 
Industrial  apprenticeship  permits 
young  people  to  learn  a  profession 
normally exercised by an employee. 
The  method used  is  that of  dual  or 
alternating training, that is, the young 
person receives both practical training 
in the enterprise and complementary 
theoretical courses in an educational 
establishment.  An industrial appren-
ticeship  contract  is  concluded  be-
tween the enterprise and the person 
undergoing training. 
The system is organised at the sec-
toral level by bipartite apprenticeship 
committees. It is these apprenticeship 
committees  that,  in  the  sector  for 
which each is responsible, draw up the 
conditions and procedures for the in-
dustrial apprenticeship. Thus, they de-
termine, for example, the professions 
for which training may be organised, 
the remuneration of apprentices, ap-
prenticeship  rules,  a  model  appren-
ticeship  contract and models for  the 
training programmes. It is  also these 
apprenticeship committees that recog-
nise enterprises as  training establish-
ments, in other words, grant them per-
mission to train apprentices. 
Industrial apprenticeship is  target-
ed primarily at young people in part-
time  compulsory  education  (that  is, 
between the ages  of 15/16 and 18). 
However, with the agreement of the 
bipartite  apprenticeship  committee, 
industrial  apprenticeship  contracts 
can also be concluded with young peo-
ple aged 18 or over. 
While  industrial  apprenticeship  is 
seen as  a good system of training, it 
has not achieved the success anticipat-
ed  in  quantitative  terms.  Of  the 
10,000  young  people  in  part-time 
education, just 800 received training 
under  an  industrial  apprenticeship 
contract. In order to render the system 
more accessible,  a bill  amending the 
law of 19 July 1983  on apprentice-
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ships in professions exercised by em-
ployees was  drawn up;  this  bill  was 
passed by the Chamber of Represent-
atives on 19 February 1998. 
The bill introduces six new features 
compared with  the  previous  legisla-
tion: 
- An  auxiliary  apprenticeship  com-
mittee has been set up at the Na-
tional Council of Labour (BIR B, II, 
2.1.1).  Its  role will  be to  organise 
industrial apprenticeships in sectors 
that have not taken the initiative to 
create  a  bipartite  apprenticeship 
committee. This means that the sys-
tem  of  industrial  apprenticeship 
will,  in  theory,  be  possible  in  all 
sectors of the economy. At the mo-
ment, there are only around 40 in-
dustrial apprenticeship committees. 
This is the principal factor explain-
ing the limited use made of the in-
dustrial apprenticeship system. 
- In enterprises with between 20 and 
50 employees,  organisational pro-
cedures have been simplified. 
- It  will  be possible  to  fix  by royal 
decree the mode of calculating the 
remuneration paid to the trainee by 
the enterprise. 
- A provision has been included per-
mitting collective  exemption from 
the  age  limit  of  18  years  for  the 
conclusion of industrial apprentice-
ship contracts. This will make it pos-
sible to organise industrial appren-
ticeships for professions considered 
dangerous, in which the under-18s 
are not permitted to work. 
- The system will be rendered more 
transparent, more flexible and sim-
pler. One set of apprenticeship rules 
will bring together all the provisions 
that need to be observed. The bipar-
tite apprenticeship committees will, 
however, be able to modify them in 
order to adapt them to the realities 
of the area in question. 
- Period of notice will be made more 
flexible  and it  will  be possible  to 
prolong  an  industrial  apprentice-
ship contract after an interruption. 
It is hoped that the bill will come into 
force at the latest in the second quar-
ter of 1998, so  that the new, funda-
mentally  restructured  system  of  in-
dustrial  apprenticeships  can  be  ap-
plied  from  the start of the 1998/99 
school year. 
Spain 
New Regulations on 
Training Contracts 
Royal Decree 488/1998 of 27 March 
1998, which concretises Article 11 of 
the Workers'  Statute in  the  area of 
training  contracts,  was  published  in 
the official gazette on 9 April1998. 
The new regulation is based on the 
Inter-confederal  Agreement  on  Em-
ployment Stability signed on 28 April 
1997 by the social partners. It replaces 
the provisions in force since 1993 on 
practical training and apprenticeship 
contracts, and incorporates the modi-
fications derived from the labour mar-
ket reform of 1997 (Law no. 63/1997 
of 26 December 1997 on urgent meas-
ures to improve the labour market and 
promote permanent employment con-
tracts). 
The underlying aim is  to improve 
the legal base for these contracts and 
to reinforce the link to the training and 
occupational experience aims they are 
to  serve.  In  addition,  collective  bar-
gaining has been assigned an extended 
role  in  defining  the  formalities  and 
conditions of their utilisation. By these 
means, an impulse is to be given to the 
employability of young people and to 
the active role played by employers in 
training. 
The new regulation exhibits the fol-
lowing central characteristics: 
- It reinforces the emphasis on train-
ing in the contracts and assigns com-
panies the responsibility for  theo-
retical and practical training, guar-
anteeing  a  minimum  of  15%  of 
working time for theoretical train-
ing for apprentices. 
- Utilisation of the contracts is  to be 
increased by means of tax exemp-
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security contributions. 
- The  conversion  of  such  contracts 
into  permanent contracts  is  to  be 
promoted  by crediting  employers 
with their social insurance contribu-
tions and by tax exemptions. 
- For  the  first  time,  social  security 
protection is to apply to young peo-
ple at work by expanding the pro-
tections offered against dangers and 
situations that can be safeguarded 
against  and  by including  financial 
benefits  in  the  event of  tempora-
ry work incapacity due to general 
risks. 
Two types of contracts have been re-
regulated: work experience contracts 
and training contracts. 
Work experience contracts (Contra-
tos en practicas) 
The Royal Decree regulates the work 
experience contract in Articles 1 to 4 
as follows: 
- It can be concluded during the first 
four years after termination of cor-
responding  studies;  this  period  is 
extended to six  years for  the dis-
abled. 
- It  can be concluded with medium or 
high-level graduates (persons with 
college  diplomas,  architects,  engi-
neers, etc.) or with technicians who 
have  completed  advanced  voca-
tional training. 
- Remuneration is  determined in ac-
cordance with the provisions of the 
Workers'  Statute  and  must  be  at 
least equal to the national minimum 
wage. In the case of part-time con-
tracts,  remuneration is  determined 
pro  rata  to  the  working  hours 
agreed. 
- The work experience contract must 
be concluded in writing. On termi-
nation of the contract, the employer 
must give the employee a certificate 
listing the duration of the work ex-
perience, the position or positions 
held,  and the main  activities  per-
formed. 
Training contracts (Contrato para la 
formaci6n) 
The  Royal Decree regulates training 
contracts in Articles 5 to 16 as follows: 
- A training contract can be conclud-
ed with workers who do not pos-
sess the academic qualifications re-
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quired to conclude a work experi-
ence contract in the occupation or 
job in question. 
- A ceiling on the number of training 
contracts relative to the size of the 
staff may be set in collective agree-
ments. The Royal Decree stipulates 
a  maximum  number  of  contracts 
relative to the size of the staff for 
those cases in which no such provi-
sion  is  made  in  collective  agree-
ments. 
- The employer is obliged to provide 
the training and work appropriate 
to the aim of the contract. He must 
provide theoretical training,  grant 
the necessary permission to receive 
such  training  and  supervise  the 
training process. 
- The theoretical training must be of a 
professional character and must be 
closely  linked  to  the  theoretical 
components of the training modules 
of the "certificate of  professional-
ism" for the occupation concerned 
or involved in  the job to  be  per-
formed. 
- In no case may the time dedicated to 
theoretical  training  represent  less 
than 15% of working time. 
- Theoretical training can be provid-
ed in the enterprise, in training cen-
tres set up by the social partners or 
in training centres recognised by the 
public employment service. 
- The training contract must be con-
cluded in writing. On termination of 
contract,  the  employer is  to  issue 
the employee with a certificate set-
ting out the duration of theoretical 
training  and the level  of  practical 
training  acquired.  The  employee 
may  apply  for  the  correspond-
ing "certificate of professionalism" 
from the authority responsible. 
Spain 
Second National 
Vocational Training 
Programme 
As a result of the agreements reached 
between the social  partners and the 
Training 
Autonomous Regions, the Agreement 
on  Vocational  Training  signed  by 
the social partners in December 1996 
has led to the adoption of the Second 
National  Vocational  Training  Pro-
gramme (1998-2002) by the Council 
of Ministers. 
The financial resources earmarked 
for the programme for 1998 amount 
to  ESP  638  billion,  which  are  con-
tained in the corresponding budgets of 
national  and  regional  governments. 
Of this sum, ESP 338.773 billion have 
been allocated for retraining and con-
tinuing training measures. 
The  Second  National  Vocational 
training Programme has the following 
aims: 
- to consolidate an integrated voca-
tional training system that will aid 
in  the establishment of  an active, 
effective,  functional  and  territori-
al  networking and  cooperation  of 
the  national  vocational  training 
system; 
- strengthening vocational training as 
an effective instrument in the strug-
gle against unemployment and as a 
dynamic  element  in  maintaining 
stable employment relations; 
- ensuring the quality of training in 
order to  effectively qualify young 
people and facilitate their insertion 
into the labour market; 
- guaranteeing  a  specific  range  of 
training offers in order to permit the 
reintegration of adults facing  diffi-
culties  in  re-entering  the  labour 
market; 
- extending  cooperation  between 
firms as "qualifying organisations", 
whereby work experience opportu-
nities  should  be  offered  to  those 
who  have  completed  vocational 
training. 
The programme consists of the follow-
ing measures: 
- consolidation  of  an  authentic sys-
tem of vocational training, one di-
vided  up  into  three  sub-systems 
with the aim of raising quality: vo-
cational training schools in the edu-
cational sphere,  retraining courses 
for unemployed workers and con-
tinuing training courses for the em-
ployed; 
- introducing a system of equivalen-
cies and a recognition system; 
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- creating  an  integrated  national 
qualification system in order to in-
troduce a coordinated and national-
ly applicable treatment of vocation-
al  qualifications throughout Spain. 
To this end, the National Institute of 
Qualifications is to be set up, within 
which an Employment Observatory 
will  be created with the following 
functions: 
- establish procedures and coordi-
nation agreements in order to en-
sure a reciprocal flow of informa-
tion; 
- programming the information on 
the evolution of the supply of and 
demand for labour disaggregated 
by  profession  and  occupation, 
taking into account the technical 
and organisational effects on the 
labour supply; 
- confirming  qualifications  acquired 
in  accordance  with  the  prevailing 
regulations  in  order  to  achieve 
greater transparency in the area of 
vocational qualifications; 
- networking vocational training ac-
tivities with the aims  of an active 
employment policy and the struggle 
against unemployment; 
- creating a closer link between the 
firm  and training by re-regulating 
work experience and training con-
tracts, which facilitate access to first 
employment; 
- generalising the opportunity to gain 
work experience in firms by means 
of  cooperation  agreements.  Such 
work experience is  to be open not 
only to students emerging from the 
educational  system,  but  also  to 
unemployed persons undergoing a 
process of vocational training; 
- developing an integrated informa-
tion and career orientation system 
oriented - in conjunction with the 
educational  establishments  and  in 
recognition of the prevailing corpo-
rate structures in Spain - especially 
towards  small  and  medium-sized 
enterprises, so  that the latter have 
the  data  relevant  to  their  human 
resource policies at their disposal; 
- steps within the training system to 
create a  culture favourable  to  the 
quality of life  at work,  protecting 
the  environment  and  preventing 
work-related risks; 
- creating  action  programmes  and 
training offers for groups with spe-
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cial  difficulties  (women aged over 
35 who want to re-enter the labour 
market, immigrants, etc.). 
The  following  sections  of  the  pro-
gramme deserve special mention: 
- Training  in  vocational  training 
schools  (educational  system): 
adapting training programmes and 
the qualifications of adult workers 
to the needs of the labour market in 
order to promote effective integra-
tion. 
- Vocational  retraining  (for  the  un-
employed):  the aim is  to  intensify 
collaboration with employers in or-
der to accelerate reintegration. 
- Continuing further training (for the 
employed): 
- improved professionalisation and 
integration  with  the  other  sub-
systems of vocational training; 
- introduction  of  certificates  for 
further training courses, with an 
emphasis  on validating  and  ac-
crediting  the  competencies  and 
skills of adult workers in order to 
render them  more mobile,  pre-
vent unemployment and consoli-
date their employability; 
- to promote careers advice servic-
es and sectoral programmes con-
taining integrative offers of con-
tinuing training; 
- increasing participation in  train-
ing  schemes for those groups of 
workers  at  greater  risk  of  em-
ployment instability or exclusion 
(women aged  over 45,  workers 
on  part-time  contracts  or  with 
low skills, the self  -employed and 
agricultural workers). 
Finland 
Employment Subsidy for 
On-the-Job Training 
The conditions for subsidised employ-
ment in Finnish enterprises changed at 
the beginning of 1998. 
As a rule, enterprises may be grant-
ed  an  employment  subsidy  if  they 
reach a permanent employment con-
tract  under  the  Employment  Con-
tracts  Act with an unemployed job-
seeker assigned  by the employment 
office. The enterprise is also obliged to 
upgrade the occupational skills of the 
jobseeker where they are insufficient 
upon recruitment in accordance with a 
written scheme  adopted by the em-
ployment office. 
Training  provided  in  connection 
with subsidised work aims  at updat-
ing, deepening and expanding the skill 
and  knowledge  of  the  unemployed 
person. This, in turn, helps enterprises 
to obtain skilled labour. 
In  subsidised  work,  upgrading  of 
skills takes place mainly in connection 
with practical job tasks at the working 
place.  The  enterprise  has  to  ensure 
that  a  person  placed  in  subsidised 
work receives sufficient guidance. The 
employer shall appoint a person who 
guides/instructs  and  supervises  the 
new  employee.  On-the-job  training 
can be supported by means of exter-
nally purchased training.  The enter-
prise  can  purchase  training,  for  in-
stance,  from  vocational  institutions, 
vocational  adult  training  centres  or 
other training providers. 
The  enterprise,  together with  the 
jobseeker who is to be placed in subsi-
dised  employment,  must  draw up  a 
written plan for  on-the-job  training, 
which is to be annexed to the applica-
tion for the employment subsidy. The 
employment offices  monitor the im-
plementation of the on-the-job train-
ing plan, for instance, by subsequently 
requesting information from the em-
ployer. 
An enterprise may also be granted 
an employment subsidy for  a fixed-
term employment contract, provided 
that it either: 
- reaches an apprenticeship contract 
with an unemployed jobseeker as-
signed by the employment office, 
- provides preparatory work related 
to the service package for the pur-
pose of increasing the employment 
opportunities  of  difficult-to-place 
unemployed, 
- recruits  a  long-term  unemployed 
person as a substitute under the Act 
on the Job Alternation Leave Ex-
periment, or 
- recruits  a  long-term  unemployed 
person  for  forest  improvement 
work. 
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Germany 
Extension of the Federal 
Employment Assistance 
Scheme for Long-Term 
Unemployed 
This  scheme,  in  existence since July 
1989  and  aiming  to  reintegrate  the 
long-term  unemployed  into  perma-
nent employment, is  to be extended 
until  the year 2001. The  three-year 
extension is  accompanied by further 
funds of DM 750 million per annum to 
combat long-term unemployment. In 
addition,  left-over  funds  from  1996 
and 1997 amounting to DM 277 mil-
lion are to be released. Thus, the Fed-
eral Employment Service, the imple-
menting  body  for  this  scheme,  will 
have access to over DM  1 billion in 
1998. This means that around 65,000 
long-term unemployed can be reinte-
grated into employment this year with 
the help of wage-cost subsidies. 
Employers  who  recruit  long-term 
unemployed  on  permanent employ-
ment contracts are entitled to a wage-
cost subsidy, which is staggered in re-
lation to  the  duration of unemploy-
ment, that is, they receive: 
- a subsidy of 60% for  the first  six 
months and 40% for the second six 
months where the recruit had been 
unemployed for  between one and 
two years; 
- a subsidy of 70% for  the first  six 
months and 50% for the second six 
months where the recruit had been 
unemployed for  between two  and 
three years; 
- a subsidy of  80% for the first  six 
months and 60% for the second six 
months where the recruit had been 
unemployed for over three years. 
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Greece 
Subsidy Programmes for 
Young People, Long-
Term Unemployed and 
Disabled 
Taking into account the employment 
guidelines developed by the European 
Union  and  the  results  of  the  social 
dialogue in  Greece, special emphasis 
will  be  placed  on  anticipating  and 
combating the special problems facing 
certain categories of the population, 
such as  young people, the long-term 
unemployed and the disabled. 
In order to achieve these aims, the 
subsidies programmes for 1998 have 
as  their main target job creation for 
and the employability of the above-
mentioned groups. 
These  programmes  have  been 
adopted within  the framework  of  a 
policy of reducing unemployment and 
converting the passive  measures  for 
combating unemployment into active 
policies for supporting employment. 
Two main objectives have been set: 
the  employability  of  young  people 
aged between 20 and 27 and of the 
long-term unemployed aged between 
28 and 65. 
After  three  months'  registration 
with the OAED  (public employment 
service)  for  young  persons  and  six 
months'  for  the  long-term  unem-
ployed, they become holders of a card 
that gives them the right to a job, work 
experience or training.  Unemployed 
persons must endeavor to obtain em-
ployment themselves. Priority is  giv-
en to work experience and to the cre-
ation of favourable conditions for the 
application of active employment pol-
icies  in  combination  with  the  pro-
grammes linking training and employ-
ment. 
Greece 
Pilot Programme for 
Occupational Integration 
A pilot programme to encourage re-
integration into the labour market has 
been launched, targeting those laid off 
either because of total closure of their 
firm  or because of staff  cuts  due to 
restructuring,  after  negotiation  be-
tween  the  social  partners.  The  pro-
gramme  involves  further  training, 
self-em  p  laymen  t,  training/  retraining 
and employment  in  firms  willing  to 
participate.  It  entails  an  integrated 
approach  which  creates  favourable 
prospects  for  full  reintegration  into 
the labour market, while ensuring fi-
nancial support for 37 months. 
This  measure  is  a  key  means  of 
linking  employment  and  training, 
while at the same time helping to com-
bat the problem of mass redundancies. 
It also  incorporates early retirement 
measures for those who are close to 
retirement age  when they are made 
redundant. 
To  give  some  concrete  examples, 
the above-mentioned measures were 
applied in the case of the Greek com-
pany  "Piraiki.Patraiki"  for  400  re-
dundancies, in the "Soffex" company 
for  670  redundancies  and,  with  the 
most significant effects, in the case of 
the "Good year" factory. 
Italy 
An Organisational Law 
for Non-EU Immigrants 
A new immigration law - which has 
been needed for some time - recently 
came into force in Italy. The previous 
law dated back to 1990 (Law no. 39, 
known as  the Martelli Act)  and had 
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catered for  a  different  phase  of  the 
immigration process, which we could 
define as  the "initial settlement" for 
the majority of the groups of foreign-
ers that came to Italy (with the excep-
tion of a few particular earlier groups 
of immigrants, such as Filipinos, Cape 
Verdians  and  Ethiopians).  The  new 
law, by contrast, caters for a stage of 
the  immigration  process  which  can 
be  characterised  as  a  "stabilisation 
phase". This is  why it was necessary 
that the law be organisational in na-
ture,  so  that it  deals  with  the  most 
important aspects of immigrant inte-
gration in  the sense  of  assimilation. 
The law is  a  combination of various 
extremely interesting regulations that 
will  determine the broad outlines of 
immigration  policy  in  Italy  for  the 
coming years. The effects of and expe-
riences with previous legislation (e.g. 
the temporary Dini Decree-law) were 
taken into account in its conception. 
The new law stipulates that a strat-
egy  paper  (documento  programma-
fico)  is  to  be prepared  every  three 
years, which describes the steps and 
measures the Italian state intends to 
take in the area of immigration. These 
may  involve  agreements  with  the 
countries  of  origin  or  cooperation 
with other EU countries, international 
organisations, community bodies and 
non-governmental organisations. The 
paper  is  also  to  define  the  general 
criteria  for  controlling  immigrant 
flows into the national territory and is 
to indicate the public measures seek-
ing to facilitate both integration in the 
host country and reintegration in the 
country of origin. Ordinances defining 
the  maximum  number  of  foreigners 
who may be admitted to the territory 
of  Italy for  purposes of  (dependent, 
seasonal or independent) work are to 
be passed annually within the frame-
work of this three-year programme. 
In defining these quotas, considera-
tion must be given-as stated explicit-
ly in the law-to both family reunifica-
tion  and  urgent  humanitarian  de-
mands that call for temporary protec-
tive measures in cases of conflict, nat-
ural  disasters  or  other  emergencies 
(think  of  the  exodus  of  Somalians, 
Albanians  and  Kurds  in  the  recent 
past).  Here,  too,  legal  immigration 
into Italy is  dependent on possession 
of a valid document describing both 
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the purpose and the conditions of res-
idence  in  Italy  and  attesting  "the 
availability of sufficient means for the 
duration of residence" (including the 
means of return to the country of ori-
gin,  with the exclusive exception of 
residence  permits  for  purposes  of 
work). 
Some  important  new  regulations 
concern  the  periods  of  validity  and 
types of residence permits. The period 
of validity must remain within the fol-
lowing limits: 
- three months for business and tour-
ism; 
- six  months  for  seasonal  work  or 
nine months for certain sectors that 
demand a longer time period; 
- one year for participation in a pre-
scribed training course or for study 
(in the case of training lasting sev-
eral years,  the permit may be re-
newed annually); 
- two  years  for  self-employment, 
open-ended  dependent  employ-
ment and family reunification; 
- "the  appropriate  duration  in  the 
other cases  permitted by this  law 
or  the  implementing  regulations" 
(Art. 5). 
It is also to be noted that a permit for 
purposes  of  study  or  training  can, 
within the framework of the annually 
defined maximum quotas, be convert-
ed into a permit for purposes of work. 
Another interesting new regulation 
concerning employment is  the intro-
duction of a residence card  (cart  a di 
soggiorno). If  the above requirements 
are fulfilled  (valid  residence  permit, 
adequate income  for  the applicant's 
own livelihood or to provide for fam-
ily  members),  this  residence  permit 
can be issued to foreigners who have 
been living  in  Italy for  at least five 
years. An application may also be sub-
mitted for the applicant's spouse (liv-
ing in the same household) and young 
children. The residence card has un-
limited  duration.  Persons  in  posses-
sion of this  document may, amongst 
other rights, "carry out any permitted 
activity, with the exception of those 
activities expressly prohibited for for-
eigners or reserved for Italian nation-
als by law" (Art.  7)  (these would in-
clude,  for  example,  employment  in 
the public service). 
Immigration  quotas  for  non-EU 
countries, which were used as the ba-
sis for appropriate agreements, can be 
laid down on the basis of ad hoc ordi-
nances through the system of annual 
quotas. Foreigners who intend to em-
igrat  to  Italy  in  order to  engage  in 
dependent  (including  seasonal)  em-
ployment may, on the basis of these 
agreements,  be  registered  in  special 
lists indicating their vocational qualifi-
cations. The law also provides for the 
possible  compilation of  a  computer-
ised annual register listing the supply 
of and demand for foreigners for de-
pendent employment. 
There  is  a  further  possibility  for 
Italian  (or  legally  resident,  foreign) 
employers  intending to  enter into  a 
fixed-term or permanent employment 
relationship  with  a  person  living 
abroad. In this case, they must submit 
an  application  for  a  work  permit 
(naming  the  new  employee)  to  the 
local Labour Ministry office responsi-
ble for the region concerned. The ap-
plication must be accompanied by an 
appropriate document describing the 
housing circumstances of the foreign 
worker.  The  local  office  then issues 
the  permit,  taking  into  account  the 
restrictions  imposed  by  the  above-
mentioned  immigration  quota  and 
having  investigated  the  conditions 
created by the employer. These may 
not be inferior to those laid down in 
the collective agreements for the type 
of job concerned. A regulation seek-
ing to protect foreign workers guaran-
tees that, in the case of job loss, they 
may be included in the placement lists 
until the expiry of the residence per-
mit or for a minimum of a full  year 
(unless  the residence  permit was  is-
sued for seasonal work). 
Special  regulations  will  be  intro-
duced for Italian nationals (or foreign-
ers with a residence permit) intending 
to stand surety for immigrants in order 
to  enable  them  to  enter the  labour 
market. Thus, the regulations will stip-
ulate how to maintain a directory of 
those  authorities  and  organisations 
that are entitled to stand surety. The 
maximum number of times these bod-
ies  can stand surety in one year will 
also be defined. It should be rem  em-
bered in  this  context that numerous 
Catholic  organisations  (e.g.  Caritas 
and the Community of Saint Egidius) 
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have been working for the integration 
of immigrants for many years. Thus, it 
can be expected that they will seek to 
stand surety for  a  number of immi-
grants  in  order that immigrants  can 
enter Italy. 
As regards seasonal work, there is 
an interesting new regulation stipulat-
ing that seasonal workers who areal-
ready in Italy and who have fulfilled 
the conditions for residence are given 
precedence  over  "new immigrants" 
for a return to Italy the following year. 
In addition, it is possible to convert a 
residence  permit  for  seasonal  work 
into a residence permit for (fixed-term 
or  open-ended)  dependent  employ-
ment. 
Self  -employment  is  covered  by 
various  regulations.  Foreigners  who 
intend to engage in industrial, profes-
sional, craft-related or commercial ac-
tivities in Italy must prove 1) that they 
have sufficient means to carry out the 
proposed  activity  and  2)  that  their 
living  conditions  are  adequate,  that 
they have an annual income from a 
"legitimate source" (Art. 24) and that 
they have suitable surety from an or-
ganisation  or  an  Italian  national  or 
foreigner with a valid residence per-
mit for the territory of Italy.  Having 
verified the above requirements and 
having received the various authorisa-
tions required by the law, the diplo-
matic representation or consulate will 
issue  an  entry visa  for  self-employ-
ment,  explicitly  naming  the  activity 
for which the visa was granted. 
This law is interesting for a number 
of reasons: because it introduces ele-
ments  of  greater  flexibility  both  as 
regards  immigration  and integration 
into employment and because it is-as 
mentioned  at  the  beginning  of  this 
article- finally an organisational law. 
It covers various issues, such as family 
reunification, minors, health aid,  the 
right to schooling and practising a vo-
cation, intercultural education, hous-
ing and social welfare. It also includes 
regulations against discrimination and 
provides  for  the  creation  of  special 
bodies (the National Fund for Migra-
tion  Policy  and  the  Committee  for 
Integration Policy)  to  facilitate  inte-
gration. 
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Italy 
European Initiative for 
Unemployed Youth 
Each  Member State, in  consequence 
of the Luxembourg summit meeting of 
the EU heads of state on 21 November 
1997, has agreed to implement meas-
ures that facilitate the recruitment of 
unemployed jobseekers and that cre-
ate incentives for persons seeking em-
ployment and training opportunities. 
An experimental initiative to decrease 
unemployment among young people 
aged  between  18  and  25  has  been 
started in  this  context in  Italy.  The 
experimental phase will  concern the 
following  provincial  labour  directo-
rates:  Arezzo, Padua, Leece, Piacen-
za, Potenza, Salerno and Reggio Ca-
labria. The experiment will be of par-
ticular interest for  around 20 place-
ment offices. The unemployed partic-
ipants will  take part in  an interview 
targeting  the  following  priority 
groups: 
- unemployed  persons  who  have 
been registered for over six months 
and have had no contact with the 
placement office for over a year; 
- unemployed  persons  who  have 
been  out  of  work  for  over  six 
months and are approaching the age 
of 25; 
- unemployed persons who have not 
been on a waiting list for long and 
are aged under 18. 
At the end of the interview, an indi-
vidual plan for the search for employ-
ment and training  will  be prepared, 
which  will  offer  concrete  points  of 
departure for the short-term integra-
tion of the unemployed person. After 
a period of between 13 and 20 weeks, 
the unemployed person must report 
again to the local employment office 
so that it may be ascertained whether 
the  interview  and  individual  plan 
have been of concrete  assistance  as 
regards  jobsearch  (possible  employ-
ment or training opportunities, obsta-
cles, etc.). 
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Finland 
National Programme for 
Older Workers 
Finland's new labour policy is invest-
ing more in efforts to maintain work-
ing capacities. Effort is also being put 
into boosting initiative on the part of 
the unemployed-for instance, by skill 
profiling  and  expanding  job-search 
training.  The  aim  is  for  the  unem-
ployed to identify their strengths, ob-
tain new skills as required and learn to 
market their know-how to  potential 
employers. It is particularly important 
and  challenging  to  encourage  older 
people to stay in working life. Anoth-
er key element is  to  encourage em-
ployers to make good use of the bene-
fits that age and experience confer. 
Background and aims of the National 
Programme for Older Workers 
The  prime  motivation  for  the  new 
National Programme for Older Work-
ers (1998-2002; see iMino. 58) is the 
major changes that will take place in 
the structure of the Finnish workforce 
in the next few years: about 170,000 
more people will join the 50-64-year 
age group, while at the same time, the 
age group in  most demand,  the 25-
49s,  will  decrease  by 150,000.  The 
employment rate among older people 
is low and they face strong pressure to 
take early retirement. If the ageing of 
the  workforce  is  not  turned  into  a 
strength, the economy and individual 
businesses could suffer serious costs. 
The National Programme for Older 
Workers derives from a Government 
Resolution  dated  6  February  1997, 
and  is  based  on the proposals  of  a 
special  committee  called  IKOMI, 
which  was  set  up  to  study ways  of 
raising  the employment potential  of 
older people. The programme has this 
aim, together with the prevention of 
disability and early retirement. Imple-
mentation will involve some changes 
in  legislation  and various analytical, 
training and pilot projects. 
This year the National Programme 
for Older Workers will focus  mainly 
on the media: a PR campaign is being 
prepared  and  information  measures 
27 Special Categories of Workers 
are already under way. In May, there 
will  be a  special campaign aimed at 
employers.  One  of  the  aims  of  the 
information drive is to disseminate the 
latest  research  findings  about  the 
strengths of older people and the fac-
tors that affect working capacities and 
conditions. At the same time, it will be 
stressed that action to reduce the dis-
advantages  of  an  ageing  workforce 
and to maintain working capacities is 
worthwhile both for the economy as a 
whole and for  individual businesses. 
The positive aspects of ageing will be 
highlighted, and, hopefully, attitudes 
will  be  changed,  ensuring  that  the 
know-how and experience of as many 
older people as possible are fully uti-
lised in working life. 
Institutions and working groups 
involved 
The  Ministry  of  Social  Affairs  and 
Health bears most of the responsibility 
for  the  project,  but the  Ministry  of 
Labour and Ministry of Education are 
also  playing key roles.  Other institu-
tions  involved  are  the  Ministry  of 
Trade and Industry, the central labour 
market organisations, the Association 
of Finnish Local and Regional Author-
ities, the Social Insurance Institution, 
the  Institute  of  Occupational Health 
and the pension companies. An advi-
sory board representing all of the bod-
ies involved will oversee and monitor 
implementation  of  the  programme 
and prepare any further measures con-
sidered necessary. The board will be 
helped by working groups within the 
ministries  and  by a  separate  media 
section. 
Present situation and timetable 
Several measures aimed at improving 
the status of older jobseekers fall with-
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in the Ministry of Labour's purview, 
the most important being: 
- Official  labour  policy  was  over-
hauled as of the beginning of 1998. 
- The pilot project in 1996-1997 to 
chart the services needed by ageing 
long-term  unemployed  was  ex-
panded to cover the whole country 
from  the  beginning  of  1998,  and 
they  now  form  part  of  the  nor-
mal  service  range  at employment 
offices. 
- Ways  of encouraging self-employ-
ment among older people are being 
promoted  at  employment  offices 
and  Employment  and  Economic 
Development Centres. 
- The number of older people starting 
adult  labour  market  training  and 
subsidised employment will be in-
creased substantially. 
- Individually tailored training meth-
ods  closely  linked to  working life 
will be tried out. 
- More  use  of  the  job  alternation 
leave  and  part-time  supplement 
systems will be encouraged. 
- Flexible  working-time  arrange-
ments and workplace development 
measures will  be used to  promote 
the employment of ageing workers. 
- Vacancies that are suitable for com-
bining  part-time  work  and  part-
time  pension  will  be  increasingly 
posted at employment offices. 
- A survey of discrimination against 
older people in recruitment will be 
launched at the beginning of 1998. 
The forms age discrimination takes 
and the effectiveness of legal provi-
sions against it will be studied. 
- The aim of the change in the law on 
codetermination  that  came  into 
force in 1997 is to focus attention on 
the special needs of older workers 
in corporate personnel and training 
planning. 
- Interaction  between  different  age 
groups  in  the  workplace  is  being 
encouraged. 
- Local  ideas  and  cooperation  and 
forms of combined support will be 
used to create new, permanent job-
creation potential. 
- The personal expertise and activi-
ties of the unemployed will be ex-
ploited in  developing new service 
options. 
- As part of a comprehensive training 
approach,  the  labour  administra-
tion will be training its own staff in 
ageing-related questions during the 
spring of 1998. Special officers will 
be  appointed at Employment  and 
Economic  Development  Centres 
and  employment  offices,  and  in-
structor training will start as soon as 
possible.  In  Autumn 1998, a semi-
nar on the theme of ageing will be 
arranged  for  government  officers 
dealing  with the long-term unem-
ployed. 
- The special strengths that advanced 
age  and  experience  bring  will  be 
made the subject of debate and in-
formation. The target is to make full 
use of 'experience capital'. 
- The social partners, training and re-
search  institutes  and  consultants 
will  work  together  to  find  good 
working-life and management prac-
tices  that will  help  in  taking  age 
issues into account in management. 
- The media will be enlisted in ensur-
ing  that measures  under the  pro-
gramme are implemented. 
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Germany 
Regulations on Flexible 
Working Time to Enjoy 
Better Protection under 
Social Law 
Following its ratification by the upper 
and lower houses of the German par-
liament, the law on protecting flexible 
working-time regulations under social 
law  came  into  force  on  1  January 
1998, thus improving the legal frame-
work for agreements on working-hour 
logs. Under previous law, compulsory 
insurance and contributions were de-
pendent on an employment relation-
ship  consisting  of  real  work  output 
against a wage. However, under vari-
ous  models  based  on  working-time 
logs, employees who do not work for a 
certain period of time still  receive a 
wage,  earned through  actual  output 
before or after the period of leave. It 
was possible to accumulate hours in 
this  way under the Elderly Employ-
ees' Part-Time Employment Act, for 
example,  for  a  period  of five  years 
(under a special regulation extending 
the general social security legislation). 
Above and beyond this framework, 
the new law now also guarantees stat-
utory health, home-care, pension and 
unemployment insurance for employ-
ees on leave, with the obligation to pay 
social security contributions on earn-
ings  being extended from  work per-
formed in advance to the subsequent 
period  of  leave.  The  parties  to  the 
agreement are obliged to provide for 
the eventuality of employers becom-
ing insolvent, so as to protect the long-
term working-time logs.  In  addition, 
there  is  a  guarantee that credits  for 
statutory pension insurance which are 
still  valid  will  lead  to  a  pension  in-
crease in the case of death or a reduc-
tion  in  earning  capacity.  Drawbacks 
for the employees are also avoided in 
health and unemployment insurance. 
In  addition, the application of the 
Elderly  Employees'  Part-Time  Em-
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ployment Act (see BIR 1997, D-vii.8) 
will  be simplified and its  duration of 
validity extended, resulting in incen-
tives to maintain jobs and recruit un-
employed workers: 
- The  distribution  period  provided 
for in the Elderly Employees' Part-
Time Employment Act will be ex-
tended  from  five  to  ten  years  in 
areas with collective agreements. 
- The basic precedence of the collec-
tive agreement will be maintained; 
at the same time, however, it will be 
made clear that the bargaining par-
ties  may include  in  the  collective 
agreement a clause allowing for in-
ternal agreements. 
- Should the parties to the agreement 
make use of this clause allowing for 
internal  agreements,  all  areas  -
whether bound by the agreement or 
not - will  be treated equally. This 
means that internal agreements on 
partial retirement can be concluded 
even in areas within the framework 
of the existing collective agreement 
that are not bound by the agree-
ment. 
- In areas where collectively agreed 
regulations on distribution of work-
ing hours have not been met or are 
not usually met (freelance workers), 
internal  or  individual  agreements 
on partial early retirement are per-
mitted.  Thus,  the  possibilities  for 
firms to freely conclude agreements 
on block models for  a distribution 
period of up to three years (previ-
ously  one year)  within the frame-
work  of  partial  early  retirement 
have  been  extended.  In  addition, 
the law contains further new possi-
bilities for partial early retirement: 
small firms with up to 20 employees 
may now also fill resulting vacancies 
with trainees. In addition, the period 
of validity of the Elderly Employ-
ees' Part-Time Employment Act has 
been extended by three years. Sup-
port is now provided for partial ear-
ly retirement that commenced be-
fore 1 August 2004. 
There is  considerable interest in par-
tial early retirement. Over 90 collec-
tive agreements on partial early retire-
ment have been concluded to date (d. 
iMi 60, p.  28), while over 5.6 million 
workers  are  employed  in  the  areas 
concerned.  New legal  developments 
can be expected to give further impe-
tus for even greater acceptance of and 
recourse to partial early retirement. 
Italy 
Job-Sharing in Italy 
Job-sharing (working in pairs or shar-
ing  one job)  is  a  particular  type  of 
employment contract whereby two or 
more employees work ''in solidarity" 
to achieve the required output. In gen-
eral, job-sharing offers the advantage 
of higher productivity and labour in-
tensity  and,  in  particular,  the possi-
bility for the worker to organise his/ 
her  free  time  (family  requirements, 
learning, etc.) and working time in a 
beneficial  and  appropriate  way.  Al-
though job-sharing is not regulated in 
Italy as yet, this does not hinder its use 
- at least for a few specific groups of 
workers. The Ministry of Labour re-
cently tried to help clarify the situa-
tion by stopping up the current gaps in 
the law  (cf.  Directorate General for 
Labour  Relations  Circular  no.  43). 
There are not yet any statutory regu-
lations or general principles as regards 
employment contracts that explicitly 
or implicitly preclude the possibility of 
entrusting a single-waged job to two 
or more  workers;  neither are  there 
any stipulations at the collective bar-
gaining or company level.  Thus,  the 
definition and potential modification 
of concrete aspects of the employment 
relationship - e.g. the distribution of 
working hours - are left to the collec-
tive bargaining autonomy of the par-
ties.  Consequently,  every worker is 
remunerated according to  the actual 
volume of work performed. 
As regards insurance for the future 
(old-age,  disability  and  dependent 
survivors'  pensions,  sick  pay),  these 
workers are treated the same as  em-
ployees on part-time contracts. 
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Belgium 
Wallonia: Employment 
Observatory Established 
On 5 March 1998, the Walloon gov-
ernment passed at the first reading a 
proposal for  a  decree  establishing  a 
Walloon  employment  observatory. 
This  is  to provide the region with a 
permanent tool for the analysis of the 
regional labour market. 
More specifically, the observatory 
will  have the following  three objec-
tives: 
- providing  information  on  labour 
market trends to political decision-
makers, socio-economic actors and 
other concerned groups; 
- creating  an  analytical  forecasting 
tool enabling the demand for labour 
and for specific qualifications to be 
anticipated at the macro level; 
- providing secure guidance for eval-
uation  procedures  of  the  various 
measures implemented to promote 
employment and reduce unemploy-
ment. 
In this regard, the employment observ-
atory will  play an important role  in 
evaluating measures  implemented in 
Wallonia within the framework of the 
National Action Plan for Employment. 
The Walloon employment observ-
atory has been conceived as a system 
linking diverse structures and several 
partners. The function of scientific ad-
visor will be performed by the observ-
atory council, to consist especially of 
six  representatives  of  Walloon  and 
French-speaking  universities.  The 
council will  give  its  opinion in  com-
plete independence. Managerial func-
tions will be performed by a steering 
committee composed of the ministries 
and  administrations  concerned.  The 
executive function will be performed 
by the research and statistics depart-
ment of the Ministry of the Walloon 
Region. 
The first  multi-annual programme 
of observatory activities  is  currently 
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in preparation. It will bring together a 
number of leading partners, including 
the regional public employment serv-
ice (FOREM), the Directorate General 
for  the  Economy  and  Employment 
(Ministry of the Walloon Region), the 
research and statistics department, the 
subregional  committees  for  employ-
ment and vocational training, profes-
sional associations and the temporary 
employment sector. 
Italy 
Teleworking: 
Opportunity or Risk? 
Teleworking is becoming increasingly 
common, both in a few large concerns 
(especially in the data-processing and 
communications  sectors)  and  in  the 
small-scale  service  sector.  This  is  a 
type of work that modifies the tradi-
tional dimensions  of space and time 
through  the  use  of  electronic  data-
processing and/or telematics. Anum-
ber of parties are thus pointing to the 
need for regulation of teleworking- a 
kind of work that is  particularly ap-
preciated in view of the current lack of 
employment opportunities - so that it 
can  represent  a  real  chance  for  the 
worker and not a risk or negative fac-
tor. A range of issues are named in this 
regard: the protection of a number of 
basic rights for the worker, such as the 
right  to  information,  i.e.  so-called 
"computer sociability", and the right 
to  the  inviolability  of  the  home. 
"Computer sociability" is to be under-
stood above all as the interactive link 
with the employer's (or client's) office 
and with  all  users  of the  system.  A 
related issue is the right to a link with 
the company's union representatives 
(Rappresentanze Sindacali Aziendali 
- RSA) and with the professional asso-
ciations of self  -employed teleworkers. 
"Computer sociability"  is  important 
for  the  enhancement  of  vocational 
knowledge, for  career opportunities, 
for relations with organisations, asso-
ciations  and  trade  unions,  for  safe-
guarding  one's  own  rights,  for  the 
elaboration of  collective agreements 
(in fact,  still in the embryonic stage), 
etc. An additional problem is the con-
fidentiality  of  the teleworker's com-
munications in exercising these rights. 
Teleworking  leads  to  far-reaching 
changes in work organisation and la-
bour relations. On the one hand, the 
teleworker remains  closely involved 
in  the  production  process  through 
data-processing  and  telematic  tech-
nology;  on the other hand,  working 
outside  the  firm  does  not  give  the 
teleworker greater independence, be-
cause he or she is unable to escape the 
control of the employer. This special 
situation can aggravate a weak social 
position and increase the risk of isola-
tion from other categories of employ-
ees in the enterprise. Thus, telework-
ing can open up possibilities to evade 
prevailing legislation on occupational 
health and safety, leading to the emer-
gence of less well-protected groups of 
workers  and  the nullification  of  the 
basic rights of the individual. 
Despite  all  these  problematic  is-
sues, various forms of teleworking are 
emerging (e.g.  remote work, working 
at  home,  and  dependent  and  semi-
dependent employment, not including 
entrepreneur or freelance  telework-
ers, who perhaps require less protec-
tion in this context). Another interest-
ing  aspect,  yet  to  be  fully  defined, 
concerns the change between work on 
company premises and teleworking; it 
is  clear that mechanisms must be in-
vestigated at the normative  (legisla-
tive and collective agreement) level, 
in  order to  avoid teleworking being 
given the same status as  "finite" em-
ployment, which factually reduces ca-
reer opportunities and the possibilities 
for  stabilising  the employment rela-
tionship. Because one of the main de-
terminants for  the weak contractual 
and socio-economic position of semi-
dependent workers is  the lack of job 
security, a right to renewal of the col-
laboration  contract  might  be  intra-
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pendent teleworking at regular inter-
vals to avail of the same services. In 
the absence of collective agreements 
defining  certain  parameters,  mini-
mum indexes should be fixed for re-
muneration, in order that the principle 
of  adequate  payment  be  observed 
(Art.  36  of  the  Constitution).  This 
should occur after the opinions of the 
opposing parties have been obtained 
through the tried-and-tested practice 
of  "concerted  action"  between  the 
trade  union  federations.  Finally,  it 
should be noted that this new type of 
work  could  resolve  the  problem  of 
finding  employment  for  numerous 
categories of people: women working 
in  the  family  context  or  caring  for 
older, ill persons, etc.; students; per-
sons with walking or other disabilities, 
etc. Seen in this way, teleworking re-
mains  a  remarkable  opportunity, 
which, however, must be regulated as 
quickly as possible. 
Italy 
Agency Work in Italy: 
First Significant Develop-
ments 
The  Confindustria  (the  most  impor-
tant employers'  association)  and the 
CGIL, CISL and UIL unions conclud-
ed an agreement on agency work in 
April1998. On this basis, negotiations 
can be carried out at company level on 
the issue of remuneration and on po-
tential  specific  measures  concerning 
the different areas. Thus, the ministry 
has demonstrated its will to defer re-
sponsibility for defining the parame-
ters  for  the  implementation  of  this 
new labour market policy measure to 
the parties concerned, instead of regu-
lating from above by ordinance. The 
agreement  lays  down  a  maximum 
quota of 8% agency workers amongst 
the entire workforce on open-ended 
employment  contracts.  This  share 
should satisfy the needs of enterprises, 
considering that a quota of only 3% 
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appears to have been reached in other 
countries. 
The number of temporary employ-
ment agencies recognised by the Min-
istry of Labour and thus listed in the 
relevant directory amounted to 26 in 
April1998 (also see iMi 61, p. 9). The 
interest in agency work found, for ex-
ample, in public administrations in the 
wider sense (Chamber of Commerce 
Federation, community-owned firms, 
etc.) should be noted. This can be un-
derstood as a response to the need for 
flexible personnel. 
Netherlands 
Members of Labour Pools 
Satisfied with the Content 
of their Jobs 
Members of labour pools were gener-
ally  satisfied  with  their job  content 
and their working conditions. In fact, 
they appeared to be even more satis-
fied with their work than the average 
employee. However, they responded 
less positively with respect to the level 
of  their  (statutory  minimum)  wage 
and their future  perspectives.  These 
findings can be inferred from a study 
by the NIA'TNO research institute on 
the employment of members of labour 
pools  ("De  arbeid  van  banenpool-
ers"). The study was financed by the 
Ministry of Social Affairs and Employ-
ment. 
The  Regulation  on  Labour  Pools 
("BP regeling") was introduced in the 
early 1990s, creating subsidised em-
ployment for the very long-term un-
employed (>3  years)  at a  great  dis-
tance  from  the  labour  market.  The 
regulation expired on 1 January 1998 
and was replaced by the Jobseekers' 
Employment Act (WIW).  All  partici-
pants  in  the  labour  pools  scheme 
(some 23,000) were then transferred 
to  forms  of  subsidised  employment 
under the WIW. 
The  research  was  conducted  in 
1997.  Under  the  Regulation  on La-
bour  Pools,  the  long-term  unem-
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ployed were employed with  a  local 
Labour  Pool  Organisation.  This  or-
ganisation  implemented  the  regula-
tion  under  the  authority  of  a  local 
community. The organisation placed 
participants in additional employment 
in  the  public  and  non-profit  sector, 
thereby receiving some financial com-
pensation  ("inleenvergoeding"). The 
types of activities included: caretaker/ 
janitor,  administrative  support,  gar-
dener,  street  cleaner,  kindergarten 
teacher, bus driver, etc. 
The reason the research was initiat-
ed was that little was known about job 
content, working conditions or coun-
selling/support for members of labour 
pools. It was known only that absen-
teeism  figures  were  relatively  high 
and that the percentage flowing  into 
regular employment was low. The re-
search was  based on talks  with 125 
members  of  labour  pools,  126  em-
ployers  who  created additional jobs 
for the target group and 10 represent-
atives of Labour Pool Organisations. 
Members of labour pools did earn 
the statutory minimum wage. Under 
certain conditions, in order to stimu-
late their flow  into  regular employ-
ment, they could also gain work expe-
rience in the market sector. Since the 
introduction of the WIW in  January 
1998, placements in the market sector 
are generally permitted. 
Of the labour pool members inter-
viewed,  50%  were satisfied  and an 
additional31% were even very satis-
fied  with their job. This job satisfac-
tion was especially related to job con-
tent (61 %),  relations with clients  or 
patients (52%) and relations with col-
leagues  and/or  supervisory  staff 
(34%). According to the researchers, 
one of the most important success fac-
tors behind the labour pools was that 
they  tailored  employment  to  the 
needs of the target group. This proba-
bly explains why so many participants 
responded  that  they  were  satisfied 
with their job. 
When asked about less positive as-
pects  of  their jobs,  about  one  third 
were not able to give an immediate 
answer. More than 20% spontaneous-
ly mentioned the level of the salary, 
14% were dissatisfied with the con-
tent of their job and 8% mentioned 
the lack of perspective with respect to 
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regular employment and/or accumu-
lating a pension. 
Of the employers who created ad-
ditional jobs for the target group, ap-
proximately 50% of the respondents 
estimated  that  members  of  labour 
pools were capable of entering regular 
employment; a quarter of the labour 
pool  members  were  of  the  opinion 
that it should be possible for them to 
find a regular job. Most would like to 
flow  into the regular labour market, 
although  they  would  prefer  to  see 
their labour pool job transformed into 
a regular job with a higher wage and 
better  prospects.  The  Labour  Pool 
Organisations, the employers and the 
participants all indicated that the po-
tential  of  outflow  possibilities  was 
under-utilised. They were also  all  of 
the opinion that a different, more mo-
tivated approach by the labour pool 
members could have been instrumen-
tal to this end. 
The research further shows that la-
bour  pool  jobs  were  in  most  cases 
(82%)  newly created positions.  The 
remaining cases (12%) were related to 
"old" jobs which had disappeared in 
the process of rationalisation but re-
turned as  a subsidised, additional la-
bour pool job. 
Asked why they took on board a 
seconded labour pool member, 36% 
of the employers said "because they 
are inexpensive employees", 29% ar-
gued that it relieved work pressure on 
their own staff and 27%  created an 
additional  job  "for  social  reasons". 
Mostly  the  employers  consider  and 
treat the labour pool employees like 
their own regular employees. 
Portugal 
Advisory Centres for 
Firms 
By virtue of Decree-law no. 78-A/98 
of  31  March  1998,  the  network  of 
advisory  centres  for  firms  (Centros 
dos  Formalidades  das  Empresas  -
CFE)  that had been set up in  March 
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1997 as a pilot scheme in Lisbon and 
Porto  was  extended  to  cover  the 
whole of Portugal. 
The aim of the centres is to provide 
advisory and information services and 
to help firms during start-up, restruc-
turing and liquidation phases. In terms 
of  the  employment  guidelines  for 
1998 agreed  upon  at the  extraordi-
nary meeting of the European Council 
in Luxembourg, the centres come un-
der the second "pillar", that of devel-
oping entrepreneurship. 
Each  centre  is  established  on the 
basis of proposals by the Minister of 
the Economy by a joint decree issued 
by the minister in charge of the rele-
vant offices and the civil service min-
ister. 
The  establishment  of  a  CFE  re-
quires an application to be submitted 
to the economy ministry by so-called 
host  or  reception  bodies;  as  a  rule, 
they consist of public organs and in-
stitutions,  employers'  federations, 
chambers of trade and industry, and 
professional  associations.  These  can 
be considered as host institutions pro-
vided  they  have  the  premises  and 
technical equipment required to run a 
CFE, are prepared to dedicate suitable 
staff to information and advisory serv-
ices, have an administrative structure 
and are willing to pay a proportion of 
the running  costs.  Reception institu-
tions  merely  provide  the  technical 
equipment necessary to  operate the 
CFE. 
Each  advisory  centre is  linked  to 
the following institutions: 
- an office of the National Register of 
Legal Persons (RNPC); 
- a solicitor's office; 
- an external office of the Directorate 
General for Taxation (DGCI); 
- an  Office  for  the  Support  of  the 
Commercial Register (GARC); and 
- a branch office of the regional cen-
tre for  social  security  (CRSS)  re-
sponsible for the area in which the 
CFE operates. 
Additional  public  or private  offices 
may be set up on CFE premises, and 
each CFE may establish branch offic-
es;  this occurs on the basis of a joint 
decree  by the ministries  of  finance, 
justice, the economy, and labour and 
social solidarity. 
Sweden 
Labour Market Policy 
Programmes to be Eco-
tested 
Not only labour market policy effects, 
but also environmental considerations 
are  to  be taken  into  account  when 
labour market programmes are decid-
ed  upon.  Two  questions  are  to  be 
asked as  a matter of course: whether 
the programme helps to achieve envi-
ronmental  targets  and  whether  the 
policy programme is compatible with 
such targets. 
The  public  employment  service 
(AMS) is convinced that it can contrib-
ute in this way to ensuring that eco-
nomic development in Sweden is sus-
tainable. It has presented its strategy 
proposals in this area to the govern-
ment. 
AMS  strategy includes close coop-
eration  between  the  employment 
service and other national authorities 
with  environmental  responsibilities, 
such  as  the National Environmental 
Protection Agency, NUTEK (the N  a-
tional Board of Industrial and Techni-
cal Development), county administra-
tive  boards,  and municipal  environ-
ment and health protection commit-
tees. 
As  a first step towards integrating 
labour market and enviromental poli-
cy,  the  AMS  proposes  to  lay down 
guidelines  for  the  county  labour 
boards.  It  also  intends  to  appoint  a 
central project group entrusted with 
the tasks of supporting and observing 
progress towards a sustainable Swe-
den within the domain of the employ-
ment service. 
At present, environmentally orient-
ed measures mainly occur under the 
Employment  Development  Scheme 
(ALU). Replies to a questionnaire sent 
to Sweden's county labour boards by 
the AMS show that the extent of these 
measures  varies  considerably  from 
one county to another. Several coun-
ties, however, estimate that between 
10 and 30  percent  of  their projects 
have an environmental focus. 
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mentally oriented measures also occur 
in the form of public temporary em-
ployment in silviculture, nature con-
servancy and landscape conservation. 
Projects of this kind are often rated as 
highly successful from the viewpoint 
of both employment and the environ-
ment. This programme, however, be-
ing comparatively expensive, is of rel-
atively limited scope. 
In  certain  counties,  environment-
oriented training activities also occur 
in  the context of employment train-
ing, for example, in the case of train-
ing programmes for prospective envi-
ronmental information officers, envi-
ronmental controllers and waste man-
agement personnel. 
In  addition, several projects with-
in  the  EU's  Objective  3  have  envi-
ronmental  components  of  different 
kinds. 
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Virtually  all  the  county  labour 
boards feel that there are several areas 
in which labour market policy inputs 
contributing to a  sustainable society 
can be augmented. Areas of this kind 
include  silviculture,  nature  conserv-
ancy and water conservation, mainte-
nance of the soil and water invento-
ries,  recycling,  energy recovery and 
alternative (ecological) farming. 
The  AMS  underlines,  however, 
that the success of the proposed meas-
ures will  hinge  on the following im-
portant prerequisites: 
- the present  "quantitative require-
ments" concerning the number of 
persons taking part in labour mar-
ket policy programmes must allow 
scope for  quality and a  foreward-
looking focus in the programmes, 
- simplification  of  the  regulatory 
measures  applying  to  the  policy 
programmes, 
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- wider  scope  for  local  initiatives 
through  a  more  flexible  deploy-
ment of resources. 
The  AMS  is  also  submitting  to  the 
government  an  internal  environ-
mental  policy  for  the  employment 
service itself.  As  part of this internal 
environmental  policy,  all  personnel 
will  undergo  basic  training  in  envi-
ronmental  studies  within  the  next 
three years. In addition, environmen-
tal considerations will  be applied to 
the procurement of materials, goods 
and services. 
Travel and mobility allowances for 
jobseekers  - a  major  ingredient  of 
AMS spending - also come under the 
environmental  policy.  For  example, 
job application journeys by jobseek-
ers  looking  for  work  outside  their 
home area will in future have to rely 
more on public transport. 
Rough currency conversion rates 
One European Currency  Unit (ECU) was roughly equivalent to the following 
amounts of national currencies (18 June 1998): 
Belgium 
Denmark 
Germany 
Greece 
Spain 
France 
Ireland 
Italy 
Luxembourg 
Netherlands 
Austria 
Portugal 
Finland 
Sweden 
United Kingdom 
BEF 
DKK 
DM 
GRD 
ESP 
FRF 
IEP 
ITL 
LFR 
NLG 
ATS 
PTE 
FIM 
SEK 
GBP 
40.85 
7.54 
1.98 
337.39 
168.04 
6.64 
0.79 
1,951.04 
40.85 
2.23 
13.93 
202.79 
6.02 
8.77 
0.66 
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Evaluating Active Labour 
Market Measures for the 
Long-Term Unemployed 
Nigel Meager* 
Introduction 
European countries spend significant 
sums  on active labour market poli-
cies  (ALMP)  targeted at (long-term) 
unemployment.  Recent  years  have 
seen the European Commission, the 
OECD and many governments advo-
cating  a  shift  from  passive  policies 
(i.e.  unemployment benefits and in-
come  support)  to  active  measures. 
Across the EU  (see European Com-
mission  1997),  spending  on  active 
measures as a proportion of total la-
bour market policy  expenditure in-
creased  from  27%  to  36%  over 
1985-95. At the same time, howev-
er, there has been growing scepticism 
about the effectiveness of the tradi-
tional tools of ALMP (supported by a 
wealth of evaluation studies with un-
impressive results; see, for example, 
Lange & Shackleton 1994). 
This  article  draws  on  a  recent 
review  by  the  author  for  the  ILO 
(Meager &  Evans 1998) to  describe 
recent developments in active meas-
ures  for  the long-term unemployed 
(LTU),  and considers  the  extent to 
which such developments are justified 
in the light of evaluation evidence. 
Trends in active measures for the 
LTU 
At a broad level, looking at the ori-
entation of ALMP,  a distinction can 
be made between
1
: 
- demand-side  approaches,  which 
increase  labour  demand  or  bias 
that demand (e.g.  towards the re-
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cruitment  of  the  LTU)  either di-
rectly (through job creation) or in-
directly (through incentives to em-
ployers). 
- supply-side approaches, which im-
prove  the  employability  of  the 
L  TU  by  increasing  their  skills, 
their  ability  to  access  jobs,  their 
jobsearch motivation or their will-
ingness to take jobs. 
There has been a shift, since the mid-
1980s,  in  the  balance  between de-
mand- and  supply-side  measures, 
growing  disillusionment  with  tradi-
tional  job-creation  and  subsidy 
schemes, and increasing emphasis on 
supply-side  measures  (although  in 
some countries, such as the UK, there 
has  been a recent reintroduction of 
traditional  demand-side  measures, 
albeit in a more targeted fashion
2
). 
In  so  far  as  the demand-side ap-
proach  has  remained  important  in 
some  countries,  there  has  been  a 
move away from mass job-creation 
schemes,  with a greater element of 
targeting  (on  particular  client 
groups), and a growing emphasis on 
indirect  approaches  to  job  creation 
(through  incentive- and  subsidy-
based schemes). 
Recently, a changing balance can 
also be observed on the supply side. 
In  the  1980s,  vocational  training 
dominated  many  countries'  ap-
proaches.  Under  recent  scepticism 
about  the  effectiveness  of  training 
schemes  (reflecting  budgetary  con-
cerns and evaluation results showing 
poor performance on the reintegra-
tion  chances  of  the L  TU),  the  bal-
ance has, however, shifted in many 
countries  towards  an  emphasis  on 
jobsearch  support,  counselling  and 
advice. 
Associated with these trends is  a 
greater  'individualisation'  of  meas-
ures and tailor-made approaches ad-
dressing the specific needs of individ-
ual jobseekers. A common feature is 
a  growing  role  for  individual  case-
workers who devise  'individual ac-
tion plans' involving a mix of specific 
interventions Gobsearch support, vo-
cational  training,  work  experience, 
help  with  social  problems,  etc.)  at 
different times and in different com-
binations. 
Recent years have also seen a pro-
liferation of local, community-based 
and 'intermediate labour market' ini-
tiatives, as  alternatives to the tradi-
tional centralised mass  schemes  for 
the LTU. Some countries, particular-
ly  the UK  and  Scandinavian  coun-
tries, have also  seen a growing em-
phasis on 'activation', incorporating 
both incentive- and sanctions-based 
approaches. 
Preventive strategies: early 
identification and action 
Most active measures aim to reinte-
grate the LTU  into the labour mar-
ket. There is,  however, growing in-
terest in preventive approaches, with 
intervention  before  individuals  be-
*  The author is  employed as  a researcher at 
the  Institute  for  Employment  Studies  at 
Sussex University in Brighton, Great Brit-
ain. This Focus article is  based on a study, 
carried out by the author and C.  Evans for 
the International  Labour  Office,  Geneva, 
entitled "The Evaluation of Active Meas-
ures for the Long-Term Unemployed". Em-
ployment and Training Papers Nr. 16. Ge-
neva: ILO. 
1  Similar distinctions are made in GaB  et al. 
(1995). See also Werner (1996). 
2  This trend is being extended in a major way 
by the  Labour government,  whose  'New 
Deal' is an ambitious mix of traditional de-
mand-side  measures,  including  employer 
subsidies  and  job-creation  schemes,  and 
supply-side  actions  including  training  and 
jobsearch support. 
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attachment, skills and motivation). 
The main objection to early inter-
vention  is  the  risk  of  deadweight 
costs (in many countries, most unem-
ployed  entrants  leave  unemploy-
ment  within  a  short  period3).  It  is 
even possible that early intervention 
could have negative effects, if people 
who would have found a job quickly 
remain  out  of  the  labour  market 
longer than otherwise. 
At  what  point  in  an  unemploy-
ment spell do  the benefits of inter-
vening  outweigh  the  deadweight 
costs?  As  noted  in  OECD  (1994), 
there is  little empirical evidence, al-
though  many  countries  offer  low-
cost  advice  and job information to 
the  short-term  unemployed,  intro-
ducing  more  intensive  and  costly 
measures as unemployment duration 
increases.  Such approaches, howev-
er, assume there is no reliable way of 
identifying  beforehand  individuals 
with a  high  risk  of becoming L  TU. 
An alternative view stresses that in-
dividual characteristics influence the 
chances of becoming LTU,  and that 
policies should use these characteris-
tics to trigger 'tailor-made' interven-
tions, rather than rely on unemploy-
ment duration to generate a  'stand-
ardised' intervention. Such targeting 
requires,  however,  an  effective 
mechanism  to  identify  'at  risk 
groups'.  Our  review  suggests  little 
evidence that an effective early iden-
tification  process  can  be found,  al-
though  progress  has  been made  in 
'profiling'  initiatives  in  Australia, 
Canada and the United States4• Even 
if such models can identify 'at risk' 
individuals,  they  do  not,  however, 
indicate what kinds of services such 
people require. There are, moreover, 
significant  ethical  and  legal  con-
straints on the use of personal char-
acteristics such as  age, sex or ethnic 
origin  to  allocate  resources  to  the 
LTU. 
How much effort should be invest-
ed in improved 'early identification' 
techniques  depends  on the process 
by which people become L  TU.  The 
academic literature contains an unre-
solved debate on the relative impor-
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tance of 'heterogeneity' (i.e. the un-
employed with 'undesirable' charac-
teristics are successively filtered out 
in the recruitment process) and 'state 
dependence'  (i.e.  unemployment it-
self leads to further unemployment, 
as employers use unemployment du-
ration as  a recruitment screen, and/ 
or unemployment leads to deteriora-
tion in skills and motivation)S. Early 
identification is  more appropriate in 
the  former  case,  whilst  'blanket' 
measures  triggered  by  duration 
thresholds are appropriate in the lat-
ter (see Elias 1996). Despite two de-
cades'  research,  economists  have 
been  unable  to  show  convincingly 
which  effect  dominates.  Early  U.S. 
research  favoured  heterogeneity6, 
whilst European research (e.g. in the 
UK: Lynch 1989; Narendranathan & 
Elias 1993) indicated a role for both 
factors.  Further U.K.  studies7
,  how-
ever, indicated stronger evidence of 
state dependence, and then most re-
cently  the balance  of  evidence  has 
again  swung to  heterogeneity.  This 
is,  however, difficult to square with 
evidence from employer surveys8 in-
dicating that employers do take ac-
count, when recruiting, of unemploy-
ment history. 
The jury is still out on this debate, 
and  therefore  also  on the  case  for 
early identification approaches.  We 
are,  however,  a  long  way short  of 
developing practical and acceptable 
techniques  of  early  identification, 
and it is likely that the common strat-
egy,  with  increasingly  intensive 
measures introduced at each thresh-
old of unemployment duration, will 
continue. 
Macrolevel impacts 
Before looking at the effectiveness of 
individual measures, it is worth brief-
ly  considering  the  important  ques-
tion of whether such measures add 
up to a 'zero sum game' at the macro 
level. Some economics literature sug-
gests,  often on theoretical grounds, 
that active measures have little im-
pact  on  aggregate  unemployment. 
Rather,  high  and  persistent  unem-
ployment reflects demand deficiency 
and/or  structural  and  technological 
changes  that  disadvantage  certain 
groups.  Clearly,  even on this  view, 
supply-side  measures  may  address 
elements  of  (long-term)  unemploy-
ment by reducing mismatch between 
the skills  and characteristics  of  the 
unemployed  and  those  desired  by 
employers.  Unless,  however,  the 
measures enable the unemployed to 
fill  otherwise unfilled  vacancies,  or 
to  fill  them  faster  than  otherwise, 
there is no net increase in jobs, mere-
ly  a  redistribution  from  the  short-
term unemployed (or new entrants) 
to the LTU. Even in this case, howev-
er, such redistribution (leading to  a 
reduction in average unemployment 
duration) may be a legitimate policy 
target, yielding social and economic 
benefits through a smaller hard core 
of  severely  disadvantaged  L  TU.  A 
second argument is  that if the LTU 
are labour market  'outsiders',  with 
little impact on the unemployment! 
inflation trade-off, then job-creation 
measures favouring them are consist-
ent  with  a  policy  stance  aiming  at 
non-inflationary growth. 
Without  reviewing  the  literature 
in detail
9
, the cross-national evidence 
on  whether  active  labour  market 
measures affect unemployment lev-
els and the share of long-term unem-
ployment  is  mixed.  Econometric 
analysis across 19 countries (OECD 
1993),  for  example,  suggests  that 
where the degree of labour market 
3  In the UK,  for example, of new claimants 
entering unemployment in 1994-95, 52% 
left the register within three months, while 
67% left within six months. 
4  A useful review of recent work in this area 
can be found in Eberts & O'Leary (1997). 
5  The  debate and  recent evidence are  well 
summarised in Hasluck et al.  (1996). 
6  The relevant theoretical literature includes 
Heckman (1978), and early U.S.  empirical 
work includes  Ellwood  (1982),  Chamber-
lain (1985) and Lynch (1985). 
7  See,  in  particular,  Jackman  &  Layard 
(1991), but also Narendranathan & Stewart 
(1989);  Layard  et  al.  (1991)  also  argue 
strongly that there is significant evidence of 
state dependence. 
8  Atkinson et al.  (1996),  Colbj0rnsen et al. 
(1992),  ESRI  (1991),  Gazier  &  Silvera 
(1993), Meager & Metcalf (1987), Ronayne 
& Creedon (1993). 
9  Many  of the papers in  Snower  &  De La 
Dehesa (1997) address this debate. 
35 policy  activism is  higher,  long-term 
unemployment is lower (the findings 
of Layard et al. 1991 and Zetterberg 
1993 are similar). Such analyses are 
not  unproblematic,  however.  First, 
there  is  a  question  of  causality 
(Grubb 1994); the ratio of 'active' to 
'passive' labour market expenditure 
is  pro-cyclical  (passive  expenditure 
has an automatic component, rising 
in  recession),  and such results  may 
simply mean that in times and places 
of high unemployment, governments 
spend relatively more on unemploy-
ment benefits. A second problem is 
that  such  findings  are  not  always 
replicated.  Forslund  and  Krueger 
(1994),  for  example,  found  that 
ALMP  variables were positively as-
sociated  with  aggregate  unemploy-
ment.  At  best,  therefore,  it  would 
seem that the debate on the overall 
macroeconomic impact of ALMP re-
mains unresolved. 
Evaluation findings on active 
measures: what works? 
In  this section, we review the find-
ings  of empirical evaluations of ac-
tive measures for the LTU,  drawing 
on  around  100 studies  of  schemes 
across a range of countries (reported 
in Meager & Evans 1998), as well as 
previous  internationally  compara-
tive  reviews  (see,  for  example, 
OECD 1992 and Fay 1996). Inevita-
bly, certain countries are over-repre-
sented (particularly those in North-
ern Europe, North America and Aus-
tralia,  which  have  a  tradition  of 
ALMP and policy evaluation), as are 
certain types of measures (there are 
relatively  few  evaluations  of  guid-
ance, counselling and jobsearch initi-
atives, of more innovative individu-
alised approaches, or of small-scale, 
local initiatives). In reviewing the ev-
idence  on  individual  measures,  we 
focus on common findings, although 
one feature of this work is  the con-
tradictory  conclusions  emerging 
from evaluations of similar schemes. 
To examine the different types of 
active  measures  and  combinations 
adopted in practice and the evalua-
tion results  on these measures, it is 
helpful to go beyond the simple de-
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mand/supply side dichotomy set out 
earlier. The categories presented be-
low10  cover the main types of active 
measures  which  have  been  imple-
mented in recent years, and this clas-
sification provides a framework for 
comparing the impact of the different 
approaches according to the evalua-
tion evidence11• 
Employer subsidies 
These demand-side measures tackle 
job creation indirectly through subsi-
dies or other incentives to employers 
to  encourage  them  to  recruit  the 
LTU. 
The evidence suggests that subsi-
dies to employers to recruit the LTU: 
- are relatively high cost per partici-
pant and  (especially)  per net job 
created; 
- often  have  high  deadweight  ef-
fects; 
- have  high  displacement  rates  of 
private-sector  activity  (at  least 
where the schemes are large scale); 
and 
- often have significant substitution 
effects in favour of the LTU  (this 
may, however, be desirable; in the 
U.K.  Workstart pilots,  for  exam-
ple,  redistribution was claimed as 
the main objective- see House of 
Commons 1996, p. 27). 
Nevertheless,  it  is  clear  that  such 
schemes can play a  positive role in 
the ALMP portfolio. Thus, evidence 
from the UK  (Atkinson et al.  1996) 
and the  Netherlands  (de  Koning  & 
Gelderblom 1990;  de  Koning  et al. 
1992;  de  Koning  &  van  Nes  1989 
and 1990; de Koning 1993; de Kon-
ing 1995) suggests that subsidies tar-
geted  at  the  most  disadvantaged 
groups  for  whom  other  measures 
have proved ineffective can improve 
re-employment  chances.  A  further 
finding  is  that  such  schemes  (by 
bringing the LTU  into contact with 
employers)  can positively influence 
employer  attitudes  (Atkinson  & 
Meager 1994). Some studies suggest 
that  provision  of  continued  advice 
and  support  and  targeted  training 
during  and  after  the  subsidy  peri-
od  also  increases  scheme  impact 
(O'Connell  &  McGinnity  1997). 
More  selective  and targeted use  of 
subsidies  reduces  deadweight  (the 
most  disadvantaged  are  the  least 
likely to be recruited without a subsi-
dy) and displacement effects. 
Finally,  it  is  worth noting  (again 
Dutch and British studies cited above 
illustrate this) that local variations in 
scheme implementation appear to af-
fect outcomes. This merits further re-
search; there is  little hard evidence 
on implementation processes  or on 
what constitutes  transferable  'good 
practice' (e.g. in the way a scheme is 
marketed and delivered to employ-
ers by local PES offices). 
Direct employment/job-creation 
schemes 
These initiatives create employment 
for the L  TU as a bridge between un-
employment and the regular labour 
market. They offer work experience, 
with participants undertaking social-
ly useful activities, and we can distin-
guish between: 
- traditional  approaches,  creating 
short-term  jobs  in  the  public  or 
quasi-public  sectors  for  the LTU; 
and 
- small-scale, locally based schemes 
generating employment in the 'in-
termediate  labour  market',  often 
via 'community businesses' set up 
for this purpose. 
In  practice,  the distinction between 
the two  are mainly their scale  and 
the  actors  involved.  In  both cases, 
they aim not to displace private-sec-
tor activities; in both cases also, this 
can be hard to ensure. 
Looking  first  at  traditional  job-
creation measures,  evaluation find-
ings  for  large-scale  job-creation 
measures are mixed. There are often 
10  This typology draws on similar classifica-
tions found in the literature. See, for ex-
ample, Gregg (1990), Disney et al. (1992), 
and Erhel et al.  (1996). 
11  We have  not  considered  evidence from 
the 'transition economies' of Eastern Eu-
rope, partly because of the paucity of ex-
isting  literature  on this  region,  but also 
because ALMP remains under-developed 
in these countries (where passive expendi-
ture predominates)- OECD (1996). 
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standing,  mass  schemes  (e.g.  relief 
work in Sweden, ABM measures in 
Germany,  the  Community  Pro-
gramme in the UK in the 1980s, TUC 
in France), with significant displace-
ment  effects  in  some  cases  (Sked-
inger  1995;  Forslund  &  Krueger 
1994) and little long-term impact on 
re-employment or earnings in others 
(Bellmann & Lehmann 1990; Bonnal 
et al.  1994; Payne et al.  1996). On 
the other hand, there are studies (e.g. 
from Austria, Ireland and the Neth-
erlands)  recording  significant  posi-
tive  impacts  (Lechner  et  al.  1996; 
Biffl  et  al.  1996;  Breen  1991a, 
1991b; de Koning et al. 1994). 
It is difficult to identify the factors 
leading  to  some job-creation meas-
ures being more successful than oth-
ers,  but  evaluation  studies  suggest 
the following are relevant: 
- the  extent to  which  the schemes 
offer  work  activities  similar  to 
those on the open labour market; 
- whether the schemes simply offer 
work experience or whether other 
forms of support are included (e.g. 
periods of on- or off-the-job train-
ing or support for social and family 
problems and/or remedial  educa-
tion in literacy, numeracy, etc.); 
- the extent to which the scheme is 
targeted. Schemes including short-
term unemployed participants run 
greater risks of deadweight (and of 
perverse  employment  effects, 
through scheme participants being 
held off the labour market); 
- the  relationship  with  the  benefit 
system. Compulsory schemes may 
generate  cycles  of  participation, 
where people participate simply to 
ensure  benefit  eligibility  (the 
Swedish example appears to illus-
trate this case); 
- the duration of the scheme. Stable, 
long-lasting  schemes  are  more 
likely  to  evolve  cost-effective 
projects. There is  a risk, however, 
that participants  become  'stigma-
tised' in employers' eyes and that 
repeated  participation  itself  be-
comes a dimension of social exclu-
sion; 
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- the scale of the scheme. The larger 
the scheme, the harder it appears 
to be to offer genuine work to par-
ticipants  without  displacing  pri-
vate-sector activity. 
Turning to  the newer 'intermediate 
labour market' schemes, many of the 
features  contributing  to  successful 
job-creation  measures  are  incorpo-
rated in these locally based schemes, 
although the literature contains few 
rigorous  evaluation studies of these 
(despite  many  descriptive  accounts 
claiming high levels of effectiveness). 
A further difficulty is that this type of 
measure covers many types of initia-
tive, whose features are often specif-
ic to local or national circumstances, 
making it hard to draw common con-
clusions (examples of such initiatives 
are given in Meager & Evans 1998). 
Looking at those evaluations that 
do exist, however (e.g. of the Sozial-
okonomische  Beschaftigungsprojek-
te  in Austria; Biffl  et al.  1996), the 
findings appear sufficiently positive, 
in terms of employment probabilities 
and income levels, to justify further 
experimentation with such schemes. 
The case is stronger if the other bene-
fits often claimed are also valid, such 
as:  low exchequer cost, positive ex-
ternalities  due  to  their  embedded-
ness in local communities, the 'realis-
tic'  nature  of  the  work  experience 
offered,  and  their  incorporation  of 
elements from other active measures 
(such as vocational training and self-
employment  support).  Research  to 
date,  however,  raises  important 
questions about deadweight, substi-
tution  and  displacement  effects; 
there is  a pressing need for further, 
in-depth evaluation of these effects. 
A  key  issue  is  scale;  existing  evi-
dence suggests that such schemes of-
fer a useful but modest local contri-
bution  to  tackling  LTU.  It  is  less 
clear, however, whether they can be 
translated  to  a  larger  scale  and 
whether 'smallness' is a key element 
of their success. 
Vocational training-based schemes 
These supply-side measures account 
for  a high proportion of ALMP  ex-
penditure. They may be off-the-job 
and classroom based and/or may in-
volve on-the-job training in a work 
placement.  Their underlying princi-
ple, however, is the notion that train-
ing the L  TU  will  increase their em-
playability. 
The emerging view in the evalua-
tion  literature  is  that  training 
schemes for the L  TU have not lived 
up to expectations. As many studies 
show  (including  those  in  countries 
such  as  Germany  and  Denmark, 
where  the  quantity  and  quality  of 
general workforce training is  high -
see Bellmann & Lehmann 1990; Dis-
ney et al.  1992; Hubler 1997; Ros-
holm  1994),  they  often  appear  to 
make little difference to the partici-
pants'  employment  or  earnings 
chances. 
Some caution should be exercised, 
however, in drawing strong negative 
conclusions from this (as do Lange & 
Shackleton  1994  and  Robinson 
1996). First, we should note that the 
pay-off from training is likely to be a 
medium- or long-term one. Few stud-
ies  consider  scheme  impacts  over 
anything  other than the immediate 
post-scheme  period,  but those  that 
do,  e.g.  Harkman  et  al.  1996  (for 
Sweden) and Payne et al.  1996 (for 
the  UK),  indicate  that the  benefits 
are greater in the medium or longer 
term. 
Second,  the  message  from  the 
short-term impact studies themselves 
is  mixed:  even in  Sweden, with in-
creasing pessimism regarding the ef-
fectiveness of training schemes, sev-
eral  studies  record  significant  and 
positive  impacts  (Harkman  et  al. 
1996;  Axelsson  1992;  Bjorklund 
1991;  Korpi  1992).  In  other coun-
tries (Austria, Ireland and the Neth-
erlands stand out), positive impacts 
on job-finding chances (and in some 
cases, earnings) are observed, and it 
seems  that  smaller-scale  schemes, 
targeted on particular groups and/  or 
on particular skills and occupations, 
have the greatest impact  (the  posi-
tive evaluation findings of the Train-
ing Opportunities Programme in the 
UK in the early 1980s are commonly 
cited  as  an  example  - see  Payne 
1990). 
37 A  further  research  conclusion  is 
that training the L  TU  has a greater 
effect when customised to the specif-
ic  needs  of  employers,  especially 
where  the  training  is  delivered  in 
conjunction with practical work ex-
perience (see  Payne et al.  1996 for 
the UK). 
Counselling, advice, jobsearch 
support, etc. 
Many  countries  have  introduced 
counselling, advice and similar sup-
port  measures  to  improve  partici-
pants' employability. They may, for 
example,  include  training  in  job-
search  techniques  or  in  how  to 
present oneself to an employer. They 
may also aim to improve the 'moti-
vation'  and  'work attitudes'  of  the 
LTU. 
Measures  of  this  type  are  often 
attractive to  policy-makers  because 
of their relatively low per capita cost. 
This has been reinforced by positive 
assessments of such measures by aca-
demics  and commentators.  As  Fay 
(1996) points out, however, it is not 
clear that the generally small impacts 
shown by the evaluation studies jus-
tify the high marks given to such ini-
tiatives.  Modest  results  from  job-
search assistance and counselling ini-
tiatives taken on their own are not 
surprising. Many L  TU face a range of 
personal, social and economic disad-
vantages and are looking for work in 
local labour markets facing job short-
age.  Their employment chances are 
unlikely to be transformed by short 
counselling interviews with a place-
ment officer or by training in how to 
write a CV or present oneself to em-
ployers.  The  overall  message  from 
the  evaluations  is  that  counselling 
and j  o bsearch  assistance  are  not  a 
panacea for  reintegrating the  LTU, 
but may play a role within the over-
all policy portfolio and make a differ-
ence, at the margin, to the job-find-
ing chances of a minority of the L  TU. 
That  potential  is  greater  the  more 
such assistance forms part of an indi-
vidualised  approach  to  support for 
the LTU. The apparent success of the 
Austrian  Soziale  KursmajSnahme 
(Biffl  et al.  1996) with multiply dis-
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advantaged  jobseekers  partly  rests 
on the  individualisation  of support 
offered,  with  advice  leading  to  a 
range of potential interventions, in-
cluding  training,  jobsearch  assist-
ance, 'motivation' courses and social 
support. Clearly, however, the more 
such  support  is  'tailor-made',  the 
more costly it is. To this extent, some 
of the  apparent cost  advantages  of 
these measures may be illusory. 
Subsidised short-term placements 
with employers 
Subsidised  short-term  placements 
with firms can be regarded as an ex-
tension of the traditional job-match-
ing services which, through informa-
tion provision and other braking ac-
tivities,  effect  a  better  or  faster 
match  between  employer  require-
ments  and jobseeker characteristics 
and reduce the frictional element of 
unemployment.  Placements  of  this 
type go one step beyond this, aiming 
to give the LTU a better understand-
ing of employer requirements and to 
update their experience of working 
life,  whilst  employers  can  try  out 
LTU applicants, perhaps moderating 
their  negative  perceptions  of  such 
applicants. 
Schemes  offering  short-term 
'work trials' to the LTU, at no com-
mitment and little cost, exist in sev-
eral countries, but have not been ex-
tensively evaluated. One study of a 
Swedish project (Ackum Agell1995) 
yielded  poor  results,  however,  al-
though, where such placements were 
part of a package with training meas-
ures,  outcomes were more positive. 
Evaluations of the U.K. Work Trials 
scheme,  moreover,  indicated  ex-
tremely positive short-term impacts 
(White  et  al.  1997).  Fuller  assess-
ment must, therefore, await further 
evaluation  evidence.  Given,  how-
ever,  the  increasing  recognition  of 
the need for ALMP to be responsive 
to employer needs, such schemes are 
playing an increasing role in policy 
development.  This  is  reinforced  by 
evidence that employers attach im-
portance  to  job  applicants'  posses-
sion of relevant recent work experi-
ence, and that employer perceptions 
of the LTU are positively influenced 
by direct contact through participa-
tion in such schemes (Atkinson et al. 
1996). 
Incentives or subsidies to 
individuals 
These supply-side measures12 reduce 
the  costs  of  finding,  accepting  or 
keeping a job and include: 
- subsidies  to  the  unemployed  to 
cover the costs of job-related (re-) 
training  or to  offset  the  costs  of 
finding or starting a job (e.g. travel 
and relocation costs); 
- 'in-work  benefits'  for  low-paid 
workers  or  for  newly  employed 
entrants  from  unemployment, 
aiming to mitigate the 'unemploy-
ment trap', whereby they face high 
marginal  tax  rates  on  entering 
work due to loss of benefit; 
- subsidies  to  support unemployed 
people  starting  their  own  enter-
prises13. 
Whilst  most  countries  make  provi-
sion for defraying the costs faced by 
the LTU in finding and taking up jobs 
(travel costs,  interview costs),  these 
tend to  be small  scale  and hard to 
isolate  from  the  overall  infrastruc-
ture  of  support  for  the  L  TU,  and 
there are few evaluations14• They are 
hard to  compare with  other active 
measures,  since  the subsidy  is  nor-
mally not paid to all  individuals  in 
the target group,  but only to those 
engaged  in  job  interviews  or who 
have obtained work. Their apparent 
low  cost  per  placement  compared 
with  training  schemes  etc.  is  not 
based on a strictly like-for-like com-
parison, and deadweight is  likely to 
be  high.  The  positive  findings  for 
such measures in the UK  (Gardiner 
12  In most cases, eligibility for such measures 
among the unemployed is  widely drawn 
and often does  not focus  specifically  on 
the LTU. 
13  Such  measures  are  also  partly  demand 
side in orientation, with individuals being 
subsidised to create their own jobs (ideal-
ly, jobs for others as well). 
14  Research  on  the  'Travel  to  interview 
scheme' in the UK by Atkinson & Hillage 
(1991) showed a small positive impact on 
participants. 
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ent basis of comparison. 
Of more interest, however, is  the 
growing range of initiatives tackling 
disincentives  faced  by  the  LTU  in 
entering work (particularly low-paid 
or part-time work). Such initiatives, 
offering  a  short-term  subsidy  (or 
benefit continuation) to LTU  taking 
up work, have also not generated a 
large evaluation literature. A  study 
of the U.K.  Jobstart scheme (which 
offered a subsidy to LTU taking low-
paid jobs) indicated substantial dead-
weight, although this was concentrat-
ed amongst those previously on low 
benefit levels, suggesting that a more 
targeted  or  tapered  subsidy  might 
have had better results. Further find-
ings  on U.K.  in-work benefit initia-
tives, summarised in Meager (1997), 
suggest  that  take-up  is  often  low, 
with positive effects confined to spe-
cific  groups  (such  as  lone  parents), 
and a tendency to replace the 'unem-
ployment trap' with a 'poverty trap'. 
Subsidies  for  the unemployed to 
enter self-employment have been ex-
tensively  evaluated  in  many  coun-
tries15, showing that: 
- the  most  disadvantaged  groups 
among the unemployed are under-
represented among participants; 
- deadweight cost is high, and whilst 
it can be reduced by targeting on 
more  disadvantaged  groups,  this 
reduces survival rates and overall 
employment impact; 
- subsidised businesses  are concen-
trated in low-margin service-sector 
activities with low earnings, poor 
survival  prospects  and  high  dis-
placement risk. The mode of pay-
ment of the subsidy makes a differ-
ence, however, and payment as  a 
one-off grant to cover initial capi-
tal costs may be more effective in 
supporting viable businesses than 
payment as a regular allowance. 
The  importance  of  such  measures 
(which peaked in the late 1980s) in 
the  ALMP  portfolio  has  declined, 
and some larger schemes (e.g. in the 
UK)  have  reduced  considerably  in 
size16. Given their low cost (the sub-
sidy is related to benefit levels), they 
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are likely to remain as one strand of 
ALMP, but their potential for reinte-
gration of the LTU appears small. 
Measures aiming to 'activate' the 
unemployed 
There is  growing emphasis in some 
countries on 'activation' of the LTU, 
often through an element of pressure 
or sanctions on the jobseeker. Impor-
tant examples17  are: 
- pressure  on  'reservation  wages', 
by making unemployment benefit 
conditional on strict jobsearch cri-
teria  or  time-limiting  benefit  re-
ceipt.  This  is  complementary  to 
tackling the 'unemployment trap', 
but functions  by reducing the at-
tractiveness of remaining on bene-
fit  rather than by increasing  the 
attractiveness of low-paid jobs. 
- 'workfare'  approaches  (rare  out-
side the USA and Australasia)18, in 
which  scheme  participation  is  a 
condition for benefit. A concomi-
tant is  often that the state acts as 
'employer of last resort' for those 
who fail to find jobs after a certain 
period. 
Despite an increasing policy focus on 
this  issue,  there are few  studies fo-
cusing on the activation element per 
se,  although  evaluations  of  other 
measures  (e.g.  the  U.K.  Restart 
scheme)  provide  indirect  evidence 
that activation affects the impact of 
those schemes. Initial monitoring of 
the U.K. Project Work (workfare) pi-
lots suggested, moreover, that com-
pulsion had an impact on the unem-
ployment register, but the effective-
ness in terms of job-placement rates 
was very low. 
In the lack of firm evaluation evi-
dence, therefore, we would note the 
following points arising from a wider 
consideration of research on the mo-
tivation and behaviour of jobseekers 
and employers: 
- despite the large theoretical litera-
ture,  empirical  evidence on links 
between unemployment levels and 
benefit/income replacement ratios 
is limited and inconclusive (Atkin-
son  &  Micklewright  1991);  al-
though OECD (1994) present evi-
dence for a long-term relationship 
across countries; 
- duration  of  benefit  payment  ap-
pears to be more significant than 
its level (Atkinson & Micklewright 
1991;  Layard  et  al.  1991),  al-
though the evidence is  mixed and 
heavily influenced by U.S. experi-
ence; 
- there  is  evidence  (Layard  et  al. 
1991; Jackman 1995) that benefits 
administration (eligibility require-
ments, disqualification rules, etc.) 
has an impact, with stricter benefit 
regimes lowering aggregate unem-
ployment. It is  unclear, however, 
how  large  such  effects  are  and 
whether they result from more ef-
fective  jobsearch or from  people 
dropping out of the labour market 
altogether; 
- sociological studies show little evi-
dence of the LTU's jobsearch in-
tensity  being  significantly  influ-
enced by the benefits system (Gal-
lie &  Vogler 1994; Benoit-Guilbot 
1994). 
Equity  considerations  limit  the  ex-
tent to which an activation strategy 
can be extended in many European 
countries,  particularly  since  those 
who fail to find a job during the ben-
efit period simply transfer to another 
form  of  income  support  and  since 
'activation'  may have the perverse 
impact of increasing numbers of un-
employed dependent on passive so-
cial  payments,  further  distancing 
them from the labour market. 
Also unclear, moreover, is how far 
the evidence supports the introduc-
tion of 'workfare' models.  There is 
15  See Meager (1996) for summaries of these 
evaluations. 
16  There  has  been  an  expansion  of  such 
schemes in Germany, however, as part of 
the strategy to combat unemployment and 
encourage new enterprises in eastern Ger-
many. 
17  For further discussion of the notion of 'ac-
tivation'  and the balance  between sanc-
tions and incentives, see European Com-
mission (1997). 
18  Some commentators have described tradi-
tional ALMP as it is implemented in Swe-
den in  terms  of a  'workfare' model,  al-
though, as Robinson (1995) notes, this in-
terpretation is debatable. 
39 some  de bate  over  the  extent  to 
which  Sweden,  for  example, 
achieved  low  unemployment  be-
cause of this model or whether other 
aspects  of  economic  policy  and in-
dustrial  relations  institutions  were 
equally or more important.  Scandi-
navian evaluation results do  not al-
low us  to  distinguish  the effects  of 
'compulsion' from other aspects. Fur-
ther, it can be argued that if effective 
reintegrative measures for the LTU 
could be designed and implemented, 
compulsion would be irrelevant; re-
luctance  to  participate  in  schemes 
may simply reflect scepticism about 
their effectiveness and a fear of stig-
matisation. 
Evidence from comparative 
evaluation studies 
Most ALMP evaluations concentrate 
on single schemes in isolation, and it 
is difficult to compare their findings. 
There  are,  however,  a  few  studies 
which rigorously compare the impact 
of a range of measures on a particular 
target group. O'Connell and McGin-
nity (1997), for example, test for the 
impact of a number of Irish schemes, 
and of particular interest is that their 
results give robust statistical support 
(in the Irish context) to many of the 
conclusions reached on the basis  of 
individual scheme evaluations across 
countries. In particular, schemes with 
stronger  'market  orientation'  (e.g. 
training  schemes  involving  private-
sector  placements  with  on-the-job 
elements)  yield higher employment 
rates,  longer  job  durations  and 
higher  earnings  than  do  schemes 
with weak market linkages. Their re-
sults,  however,  do  not  militate 
against all  schemes with weak mar-
ket linkages,  but suggest  that they 
should be appropriately targeted (on 
the most disadvantaged groups) and 
be integrated with or lead to progres-
sion to schemes with a clearer market 
orientation. 
White et al.  (1997) similarly com-
pare three approaches to reintegrat-
ing  the  L  TU  in  the  UK,  showing 
strong  and  statistically  significant 
employment impacts from  all  three 
schemes,  compared  with  a  control 
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group, with one scheme in particular 
(Work  Trials  - subsidised  work 
placements)  having  significantly 
larger positive effects than the other 
two. Consistent with the Irish results, 
however, it is clear that Work Trials 
have strong 'market orientation' and 
that even where participants are not 
kept on by the participating employ-
er,  the  experience  stands  them  in 
good stead as a signal of 'employabil-
ity'. 
A study of ALMP initiatives in the 
new German Linder (Hubler 1997), 
adopts a  similar methodology, with 
similar  results.  In  particular,  voca-
tional-training  provision  sponsored 
by and taking place within firms has 
a greater employment effect than the 
other  active  measures  examined. 
Short-time  working  and  traditional 
job-creation measures  do  not  posi-
tively affect  reemployment chances 
(in  some cases the effects are nega-
tive),  whilst  public-sector  training 
measures  have  mixed  results.  The 
specific  circumstances  of  eastern 
Germany preclude generalising from 
these  results,  however,  and Hubler 
stresses that the results do not imply 
that the less  market-oriented meas-
ures  were  ineffective  from  a  long-
term perspective of maintaining hu-
man capital or in light of their social 
benefits  during  a  period  of  labour 
market transition. 
Conclusions for policy 
Overall,  the  evaluation  evidence 
suggests that it is  too early to write 
off active measures for the L  TU as a 
'zero sum game'  (particularly when 
we take their redistributive benefits 
and longer term impacts  on human 
capital into  account).  The  message, 
rather, is  that policy-makers should 
take more  cognisance,  in  designing 
such initiatives, of the wealth of eval-
uation evidence from many countries 
about  what  works  and  what  does 
not.  Some  of that evidence and its 
implications have been summarised 
in  the present article.  In  particular, 
the following policy conclusions ap-
pear justified by the evidence consid-
ered. 
Market orientation and the role of 
employers 
Programmes  closely  linked  to  the 
regular labour market and involving 
jobs,  training  initiatives  or  work 
placements in firms seem to be most 
effective in improving the employa-
bility of the L  TU. Research suggests, 
further,  that employer behaviour is 
critical in  determining the job-find-
ing chances of the LTU and the im-
pact of specific measures. In particu-
lar: 
- employers do  discriminate on the 
basis of applicants' unemployment 
experience; 
- employers'  views  on LTU  candi-
dates are influenced by a percep-
tion that the experience of unem-
ployment damages work attitudes 
and  skills,  rather  than  that  such 
applicants  are  inherently  'unem-
ployable'.  This  supports  targeted 
early action, as opposed to the de-
velopment of elaborate models to 
identify 'at risk' individuals; 
- employers'  views  are  influenced 
by direct experience of the L  TU. 
This favours work placements, en-
abling  employers to  'try out' the 
LTU  at little cost or commitment 
and a widening of PES contacts to 
include employers who do not nor-
mally recruit from the L  TU; 
- employers  are  impressed,  when 
considering LTU applicants, by ev-
idence of recent 'real' work expe-
rience and relevant qualifications, 
rather  than  by  participation  in 
'make-work' job-creation or gen-
eral training schemes (compulsory 
participation in such schemes may 
further add to the negative  'stig-
ma' in employers' eyes). 
Jobsearch assistance and other 
supply-side measures 
The  positive  effects  of  counselling 
measures  may  partly  result  from 
their also  serving  a  'policing'  func-
tion of checking on jobsearch activi-
ty, benefit entitlement, etc., and may 
also reflect withdrawal from the la-
bour market or placement into  un-
suitable  short-term  employment, 
with a small long-term employment 
inforMISEP  no. 62 I Summer 1998 impact.  The  low  cost  of  such 
schemes,  however,  supports  their 
continued inclusion in ALMP as part 
of broader packages including train-
ing and work experience. 
Targeting 
Research  suggests  that  targeted 
schemes (of all the major types) work 
better than mass  'one size  fits  all' 
schemes. In particular: 
- some  traditional  measures  (nota-
bly  subsidies  and  job-creation 
schemes) are most effective when 
targeted  on  the  most  disadvan-
taged- e.g. the very LTU; 
- training  measures  work best  not 
only  when  targeted  on  specific 
groups, but also when the training 
is  targeted to local labour market 
skill needs. 
Scale of initiatives 
Many measures with proportionately 
the biggest impact are not only tar-
geted but also small scale. A measure 
which appears effective when evalu-
ated in the form of a small-scale pilot 
or in the early stages of implementa-
tion  may  have  very  different  out-
comes when extended on a national 
scale,  or once  the key actors  have 
adjusted to its existence and the in-
centive structures it sets up.  Key is-
sues here are: 
- scale diseconomies, which may re-
flect  'saturation'  of  the  target 
group (and increasing deadweight) 
or growing risk of displacement of 
market activity; 
- effects  of 'stigmatisation', as  par-
ticipation  in  large,  long-standing 
schemes gives  negative signals  to 
employers. 
Integration and packages of 
measures 
Whilst the research is often pessimis-
tic  about the performance of some 
'classical' measures, there is evidence 
that  the  combination  of  measures 
into  integrated  packages  is  often 
more  effective.  Thus  job-creation 
schemes may be more effective when 
combined  with  (relevant)  training 
provision or with support for social 
inforMISEP  no. 62 I Summer 1998 
and family problems and/or remedial 
basic education (literacy, numeracy, 
etc.). Similarly, training provision is 
more effective when combined with 
realistic  work  experience.  Alterna-
tively, integration may occur sequen-
tially, and research suggests that in-
tegration 'pathways' are more effec-
tive  than  'stand-alone'  measures, 
particularly when customised to indi-
vidual and local labour market needs 
(de Koning 1995 discusses this in the 
Dutch context). 
'Activation' 
Despite  the  trend  towards  'activa-
tion', through shorter unconditional 
benefit periods, tighter eligibility cri-
teria and compulsory participation in 
active measures, there is  no conclu-
sive  evidence on the impact of this 
trend. Most academic discussion re-
mains theoretical, and empirical evi-
dence relies on comparisons between 
countries  with  different  degrees  of 
'activation'  in  their  policy  frame-
work. In such comparisons, it is diffi-
cult to allow for different social, in-
stitutional and political contexts. 
Our review suggests little compel-
ling evidence that benefit levels per 
se  are  a  critical  factor  in  reducing 
long-term  unemployment.  There  is 
more evidence that the duration of 
benefits may be relevant, consistent 
with the view that an optimal regime 
consists of generous payments for a 
relatively short period of jobsearch, 
coupled with active 'policing' of job-
search  activity,  followed  by provi-
sion of a range of individualised ac-
tive measures for those unable to se-
cure employment during the benefit 
period.  The  issue  of compulsion  at 
this latter stage is a separate one, and 
we  have  also  found  no convincing 
evidence that compulsory participa-
tion improves the performance of ac-
tive measures. The case for compul-
sion is  that L  TU who choose not to 
participate do so for reasons of lack 
of motivation or 'abuse' of the bene-
fit  system.  In  the latter case,  there 
are  cheaper ways  to  tackle  benefit 
fraud than to construct an elaborate 
training and job-creation infrastruc-
ture.  Additionally,  compulsion may 
further stigmatise the LTU, with em-
ployers aware that they participate 
in a scheme simply to secure benefit 
entitlement rather than through posi-
tive jobsearch motivation. 
Intermediate labour market 
initiatives 
Dramatic claims have been made for 
the potential of small-scale, commu-
nity-based intermediate labour mar-
ket schemes  to  tackle  social  exclu-
sion  and long-term  unemployment, 
which are argued to offer: 
- an environment which is  close to 
'real work', avoiding the stigma as-
sociated with traditional schemes; 
- effective  individual  support  for 
participants; 
- wider  community  development 
and economic regeneration effects; 
- cost-effectiveness  compared  with 
traditional  training  and job-crea-
tion schemes. 
Whilst some promising evidence ex-
ists, there is little rigorous evaluation 
evidence  on  the  performance  and 
cost-effectiveness  of  such  schemes 
(focusing on longer-term impacts, the 
extent of 'deadweight' and displace-
ment effects,  and how far  schemes 
could be expanded in scale without 
eroding their impact). 
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